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ABSTRACT
A Model of Internal Barriers to Women's Occupational Achievement
(February 1985)
Valerie Elizabeth Young, B.A., M.Ed., University of Massachusetts
Ed.D., University of Massachusetts
Directed by:

Professor Bailey Jackson III

Women in a male-dominated world face a myriad of societal
obstacles impeding their occupational development and effectiveness.
Yet, even when external barriers are altered not all women are able to
respond advantageously due to their own self-limiting philosophies and
patterns.

Thus, the purpose of this study was to examine the internal

barriers inhibiting women occupationally so as to develop a model that
expands our knowledge of these barriers.
Ninety minute interviews were conducted with fifteen female
educator/trainers considered to be knowledgeable in the research area.
The subjects, many of whom also function in career counseling capacities,
design and implement occupationally-related workshops and training semi¬
nars for women.

Data from subject observations and insights were viewed

within the context of the relevant literature.

Triangulation of these

two data sources, coupled with pilot testing, provided a checking system
for determining patterns and correlations.
grouped, and analyzed.

Prevalent themes were coded,

The result was the development of a model

describing internal barriers inhibiting women occupationally.

The model presents the three topic areas determined to be most
salient.

These are:

(1) sociocultural expectations and realities,

which refers to societal and cultural expectations for appropriate
female-male roles and behaviors as well as certain social inequities,
i.e., sexism, racism, classism, heterosexism, and age discrimination;
(2) other-directedness, which refers to women's profound sense of
connectedness to others; and (3) performance, which refers to the ways
in which women's definitions, fears, and standards relative to compe¬
tence, success, and failure impact on their self-expectations and selfassessments .
The consideration of this model can lead to improved educational
technology aimed at expanding women's occupational development, effec¬
tiveness, and options.

Conclusions emphasized the need for training

designs to take into consideration all three dimensions of the model.

viii

TABLE OF CONTENTS
ACKNOWLEDGMENTS .

v

ABSTRACT..
Chapter
I. INTRODUCTION
Statement of Purpose .
Statement of the Problem.. .
Design of the Study.. .
Significance of the Study.
Definition of Terms.
Limitations.

1
l
6
7
9
10

II. REVIEW OF THE LITERATURE
Introduction
Section One:
Section Two:

.
Socialization .
Social Group Status .

12
12
22

Design of the Study.
Analysis and Interpretation of the Data.

37
46

III. METHODOLOGY

IV. FINDINGS
General Information Questions.
Female-Male Comparison Questions.
Performance-Related Questions .
Change-Related Questions .

55
88
107
129

V. A MODEL OF INTERNAL BARRIERS TO WOMEN'S
OCCUPATIONAL ACHIEVEMENT
Introduction . 145
Sociocultural Expectations and Realities.147
Other-Directedness . 173
Performance . ^6

IX

Chapter
VI.

SUMMARY AND CONCLUSIONS
Summary of the Findings.217
Discussion and Conclusions . 230
Recommendations for Future Research . 233
Implications for Education and Training . 236
Conclusions.254

REFERENCES.256
APPENDIX.271

x

CHAPTER

I

INTRODUCTION
Statement of Purpose
The purpose of this dissertation is to develop a model that ex¬
pands our knowledge of the internal barriers impeding women's occupa¬
tional achievement.

Improved educational technology for teachers,

trainers, and career counselors can be expected to result from the
identification and conceptualization of such obstacles.

Research toward

this end was conducted by assessing the relationship between the perti¬
nent literature and data gathered from educators or "trainers" who work
directly with women addressing such barriers.
The following four questions guided and enabled the development of
this model :
1.

Are women as a class more susceptible than men to experiencing
internal barriers retarding occupational achievement?

2.

What are some of the root causes or sources of these internal
barriers for women?

3.

What is the relationship between external, structural, and/or
societal factors and these internal barriers?

4.

What is the relationship between the internal barriers women
have to occupational achievement and conceptualizations of
competence, success, and causality attribution?

Statement of the Problem

As of 1980, women made up 42% of the nation's paid labor force.
Currently, women workers in the United States receive, on an average,

1
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59<t for each dollar that a man receives.

Described in these numerical

terms, the proportion of the inequity can appear to be a mere nickel and
dime discrepancy.

However, when translated into "real money" terms,

this means that while a man makes $20,000 a year his female counterpart
is paid only $11,800.

The expression "nickled and dimed to death" takes

on new meaning for women when we consider that 70% of all wage earning
women are concentrated in twenty job categories (just five more than in
1905) (Dollars and Sense magazine, 8/1982), that a mere 9% of all female
workers have earnings of $15,000 (with less than 1% earning $25,000 or
over) (Kassall, 1980), and that a staggering 90% of all women in private
industry retire with no pension (Kassall, 1980).
Why are women at such a glaring occupational disadvantage?

For

the most part the answer is linked to social barriers, motivated by
various forms of institutional sexism, which are external to women
themselves (Riger and Galligan, 1980).

Such external barriers include

individual and sex role stereotyping (Hawley, 1971; Josefowitz, 1980;
Mirades & Cotes, 1980), sex discrimination in the areas of recruitment
(Cohen, 1976), hiring, and promotion practices (Dipboye, Fromkin &
Wiback, 1975; Rosen & Jerdee, 1977), and sexual harassment on the job
(Farley, 1978).
Clearly, these external barriers are pervasive and formidable.
White and male run institutions and organizations are gender bound
(Kanter, 1976; Kosinar, 1981; Schaef, 1981) and therefore debilitating
to women as a class.

As revealed in the recent findings of an ambitious

study by Harlan and Weiss (1981), "sex bias continues to be an irritant
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and a barrier to women's career advancement" (p. ii).

For this reason,

we must heed Barnett and Baruch's warning that "psychological explana¬
tions that ignore structural factors may fail to address (and correct)
important determinants of women's work related problems" (1978:46).
The basis for this study however, stems from numerous countervail¬
ing perspectives.

For example. Collier and Lovano-Kerr assert that

"changes in external factors (e.g., laws, affirmative action) do not
necessarily mean that women are able to respond to greater freedom of
opportunities" (1978:46).

In fact it has been found that adult women

raised traditionally experience particular difficulty in taking advan¬
tage of new achievement opportunities (Barnett & Baruch, 1978).

Impli¬

cit in these findings is the notion that external barriers are not the
only obstacles to women's job related effectiveness.
Furthermore, "person-centered" (internal) and "situation centered"
(external) explanations of women's employment plight need not be "com¬
peting paradigms" as Riger and Galligan (1980) advance.

Although useful

for flagging blaming the victim stances, such either-or debates fall
short when they disregard the ultimate and complex interplay between the
individual and her social environment.

More likely it is the union of

external and internal barriers which constitutes staid "roadblocks to
women's power" (Josefowitz, 1980).
Internal barriers are those ways that women themselves have
learned to think and act that contribute to and reinforce the intact
external barriers (Collier & Lovano-Kerr, 1982).

More specifically,

internal barriers may be thought of as being a set of learned attitudes

4

and behaviors which are dysfunctional to women (when applied in occupa¬
tional realms) because they are apt to limit women's achievement potenti al .
Attending to women's intrapsychic or internal barriers is desir¬
able for several reasons.

One, from an investigative perspective,

Barnett and Baruch found that, "... research on many facets of women's
achievement still reveals attitudinal and motivational patterns that
tend to impair women's functioning" (1978:133).

Two, Asche (1974)

contends examinations of the differences in male-female occupational
self-perceptions are the "most fruitful avenue of research" because such
differences constitute one of the most pressing problems for career
education programs.

And, three, from a feminist perspective Flax con¬

tends that a purely external analysis of women's condition effectively,
"... turns women into passive victims of social forces and ignores
unconscious sources of self-defeating behavior" (1982:181 ).
Having been then, in Halcomb's (1979) words, "programmed for
powerlessness," these internal barriers are a result of the processes of
women's sex role acculturation as opposed to being innate female charac¬
teristics.

Women's internal barriers have been described by Mirades and

Cote as "self-limiting philosophies derived from centuries of condition¬
ing" (1980:27).

In addition, such barriers are internalized and are

often unconscious (Collier & Lovano-Kerr, 1982).
Internal barriers to women's occupational achievement are said to
stem, in part, from women's attitudes toward themselves (Mirades & Cote,
1980).

One disabling self perception common to many women is chronic
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self-doubt (Rollins, 1982).

This kind of self-doubt prompts many women

to experience an inner sense of fraudulence (Person, 1982), whereby they
perceive themselves to be intellectual "imposters" (Clance & Imes,
undated).

As Flax (1982) describes the syndrome,

A woman's desire to succeed may be undercut by a sense of being a
"fake"--of being much less competent than people think, of not
really belonging in this world, of marking time until her real fate
arrives, (p. 181)
Other internal barriers include such classic female obstacles as
reluctance to take risks (Hennig & Jardin, 1976), dependence on positive
regard (Josefowitz, 1980), fear of success (Horner, 1968), fear of fail¬
ure (Jackaway & Teevan, 1976), and fear of deviance (Lockheed, 1975), as
well as the self-defeating readiness of some women to either modify
their behavior to suit the expectations and reactions of others, espe¬
cially men (Rosen & Aneshensel, 1976), or to shape their career choice
according to their perceptions of how men view the ideal female (Hawley,
1971).
In conclusion, the fallout from women's internal barriers to occu¬
pational achievement is severe.

Women, in relation to work, tend to

have lower aspirations, more limited horizons, and poorer self-images
than do men, often choosing to achieve vicariously or through group
achievement even when it is at their own expense (Collier & Lovano-Kerr,
1982).

Additionally, Machlowitz says there is reason to believe that

these kinds of internal barriers are the cause of "excessive anxiety,
limited enjoyment of any accomplishments, and--in extreme cases-curtailed careers" (1982:97).

Finally, underscoring the gravity of the

problem is the fact that when the potent external, structural obstacles
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combine with women's own internal barriers the result can lead to im¬
paired physical and mental health which are traceable to the additional
stressors faced by so-called career women (Cooper & Davidson, 1982).
Design of the Study
This study sought to ascertain the factors underlying internal
barriers to women's occupational achievement by combining the findings
of the relevant literature with the results of fifteen subject inter¬
views.

Subjects were.selected by virtue of their roles as educators or

"trainers" who have experience working with women on career/work related
issues.

Furthermore, subjects were targeted from a variety of settings.

This was done so that their combined insight might reflect the experi¬
ences of a relatively diverse range of women.

For example, subjects

were selected from corporate training settings, academia (state and
private, ivy-league colleges and universities), career guidance centers,
and programs designed to assist older women just entering or re-entering
the academic or job world.

In addition, subjects were sought out who

would themselves reflect racial diversity.

(This search yielded a

subject pool consisting of one Asian, one Latino, seven White, and six
Black women.)
Subjects completed a brief questionnaire which sought to discern
both the exact nature of the training conducted as well as the types of
populations they typically serve relative to gender-mix, age, race, and
class.

The pre-tested interview guide was designed based on findings

from the literature.

Subjects received a synopsis of the interview
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questions in advance to allow for forethought.

Thus, using an unstruc¬

tured interview guide (Merton, Fiske & Kendall, 1956), subjects were
asked to total of 30 questions in four broad areas.

These areas were:

(1) general information/insight, (2) male-female comparison, (3) per¬
formance, and (4) recommendations for change.

The interviews were tape

recorded and transcribed verbatim.
Data were subject to an analysis involving the following steps as
outlined by Lofland (1971), Bogdan and Taylor (1 975), and Patton (1980).
This process involved:

(1) organizing the data, (2) coding or indexing

the data, (3) developing typologies, (4) formulating hypotheses, (5) re¬
assessing the data in light of hypotheses, (6) reformulating and rede¬
fining hypothesis, (7) validating and verifying the redefined hypo¬
thesis, and (8) summarizing and reporting the results.

This process of

analysis led to the formulation of a model describing the internal bar¬
riers to women's occupational achievement which consists of three inter¬
related areas:

(1) sociocultural expectations and realities, (2) other-

directedness, and (3) performance related issues.

Significance of the Study
Although models (Harlan & Weiss, 1981) and analyses (O'Leary,
1 974; Hennig & Jardim, 1 977; Harragan, 1977) exist describing the socio-psychological dilemmas faced by women in the labor force, no known com¬
prehensive model exists describing internal barriers to women s occupa¬
tional achievement which was developed by drawing from both theory, as
expounded in the literature, and practice, as gathered from the
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experience and insight of practitioners in the field.

Since prior

research does address these kinds of barriers, the findings of this
study are meant to extend, and perhaps refine, existing knowledge.
The development of a descriptive model of the internal barriers to
women's occupational achievement is significant in that increased aware¬
ness and knowledge of internal factors impeding women in their work
lives will lend itself to further research designed to address and
alleviate these barriers.

Furthermore, it is hoped that this under¬

standing can be translated into specific intervention strategies for
maximizing women's occupational potential.
The findings of this study can also inform the implementation of
effective measures aimed at increasing women's occupational success and
satisfaction.

Samples of such measures are policies and practices de¬

signed to address and alleviate such barriers in the following areas:
early job and career selection; career development counseling, courses,
training, and research; management and other personnel training pro¬
grams; and pre and in-service training for guidance counselors and
teachers at all levels.
This study has particular relevance to schooling in two ways.
First, a descriptive, graphic model of the intra-psychic obstacles hin¬
dering women occupationally can contribute significantly to pertinent
curriculum and instruction.

Second, expanded knowledge of the dynamics

of such internal barriers allows for the development and implementation
of both preventive and remedially-oriented curriculum and programming
for young girls and women.
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Definition of Terms
Internal barriers:

The term "internal barriers" is being used to

describe a set of learned attitudes and behaviors which are dysfunction¬
al to women when applied in occupational realms because they are apt to
limit their achievement potential.
Achievement:

Because "achievement" is such a relative term, it is

being used in its broadest possible sense.

It incorporates, but is not

limited to, notions of occupational effectiveness, aspiration, accom¬
plishment, performance, success, status, and occupational and personal
empowerment and development.

Additionally, the terms "occupational" and

"achievement" have been deliberately paired to reflect the contention
that there are other legitimate realms of achievement other than those
in which men have traditionally flourished, e.g., childbirth, mothering,
and attending to the needs of others.
Trainer:

The term "trainer" is being used to describe the female

subjects of this study whose own occupational role focuses on educating
women relative to career/work related issues.

Furthermore, while

"trainer" may not be the subjects' specific job title or function, this
descriptor denotes that they perform in some capacity which is educa¬
tional or otherwise fosters learning-directed exploration of women's
occupational issues.
Sexism:
here.

Stoll's (1973) definition of sexism will guide its use

Sexism "defines a society's discriminatory ideologies and prac¬

tices as they are reflected in the opportunities given to individuals
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for self expression, with sex being the basis for selective acceptance
or rejection" (p. 1).

Limi tati ons

One limitation of this design lay in the potential
bias.

for subject

The participants in this study were asked to relay their observa¬

tions and perceptions of other women.
subjective one.

This approach by definition is a

Additionally, participants were selected from a variety

of settings and were basing their observations on a diverse and uncon¬
trolled for population of women with whom they have interacted.

These

factors can potentially bias, and no doubt did impact on, the percep¬
tions of the participants.

It is considered equally likely however,

that this kind of variety and diversity, in terms of both subject work
settings and in the populations they serve contributed to a broad, rich
data base from which to make cautious generalizations.

Finally, it is

precisely these kinds of subjective, individual impressions from practi¬
tioners in the field which this study sought to draw from.

Because the

study was exploratory in design, subject bias was considered to be less
of a limitation than if empirical data were the goal.
Second, both data sources, the literature to a large extent and
participant observations to varying degrees, can be expected to reflect
the racial and class biases of the larger society.

The literature is

especially prone to depict the experiences of white, middle to upper
class women.

Additionally much of the career-related literature on

women concentrates on organizational and management related domains.

n
Such domains, and the populations which inhabit them, invariably repre¬
sent a middle and upper class existence and one which is predominately
White.
Lastly, a paucity of research focuses on the occupational concerns
of Black women.

Research addressing the work/career issues of Native

American, Asian American, and Latino American women is even more negli¬
gible.

Attempts were made, however, to flesh out the literature de¬

scribing cultural diversity in this area.

In addition, efforts were

made to reduce racial and class bias in both the selection of subjects
and the interview questions themselves.

However, the development of a

model describing internal barriers to women's occupational achievement
which encompasses the full range of cultural diversity represented in
this country is considered to be a thoroughly ambitious undertaking far
exceeding the intent and the scope of this initial research.

CHAPTER

II

REVIEW OF LITERATURE
Introduction
This chapter will overview the research pointing to the various
sources of internal barriers to women's occupational achievement.

The

purpose of this chapter is to discern, from the literature, the princi¬
pal reasons why women as a class appear to be susceptible to internal
barriers with respect to occupational achievement.
The literature appears to point to two areas as the root causes of
women's self-limiting philosophies and patterns.

These are (1) sex role

socialization and (2) women's social group status relative to men's.
Full comprehension of the intra-psychic obstacles to women's occupa¬
tional achievement rests on discerning the tremendous scope and weightiness of these two factors.
Section One:

Socialization

It is universally understood that clear socially sanctioned norms
exist governing masculine and feminine imagery and behavior (Seward,
1946; Fernberger, 1948; Sheriffs and McKee, 1957; McKee and Sheriffs,
1959; Steinman and Fox, 1966; and Lunnenborg, 1970).

Sex role sociali¬

zation is perhaps the single most powerful determinant of who and what
we are.

Influencing all that we do, the impact of sex roles is more

significant than any other role in shaping our beliefs, attitudes, and
behaviors (Forisha, 1978).
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The nurturing female and the achieving male are stereotypic images
that become powerful forces molding children's lives through adulthood.
Moreover, the purpose of assigning particular characteristics to males
and females is to enhance their performance in traditional sex roles
(O'Leary, 1974).

The molding of sex role appropriate behavior occurs in

all facets of 1 i fe--family, peers, the media, religion, and education.
The view that there are appropriate and specific male-female vocations
is formed early in life (Nieva and Gutek, 1981).

Shepard and Hess's

(1975) findings indicate the younger the age level, the more stereo¬
typical the attitudes toward sex-role appropriateness--with kindergarten
children being most apt to stereotype.

Strong stereotyping of occupa¬

tions was found among preschool and elementary school children as well
(Looft, 1971a, 1971b; Iglitzen, 1972; Schlossberg and Goodman, 1972;
Kirchner and Vondracek, 1 973; Siegel, 1973).

The family must play a

strong role in shaping such perceptions in children, Shepard and Hess
(1975) point out, since they occur prior to their exposure to the school
environment.
The familial introduction of occupational stereotypes is cemented
in both the school system and the media.

As for schooling, gender

stereotypic occupations and tasks are often depicted in children's
stories (Weitzman et al. , 1 972), and in school textbooks (Bernstein,
1972; Saario, Jacklin, and Tittle, 1973; Ahlum, 1974; Wirtenberg and
Nakamura, 1976).
High school counselors were found by Thomas and Stewart (1971) to
believe that students selecting more sex-atypical careers were more in
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need of counseling than students choosing sex-typical ones.

Additional¬

ly, there are more male than female high school counselors with males
being generally more conservative than their female counterparts (Thomas
and Stewart, 1971; Bingham and House, 1973; Pressly, 1974); while voca¬
tional counselors in general were found to be relatively conservative in
the types of careers deemed appropriate for women (Medvene and Collins,
1 974; Abramowitz et al., 1 975).

Finally, the materials used by guidance

counselors are considered to duplicate textbooks in underrepresentation
of females in illustrations and examples and in depicting sex-role
stereotypic behavior (Vetter, 1973; Vetter, Stockberger, and Brose,
1974).
Additionally, Ricks and Pyke (1973) found teachers believe there
to be differences based on sex, making it advisable to treat boys and
girls differently.

They also maintain that students want .differential

treatment, for example that boys want to be treated more sternly than
girls.

It is also generally agreed by researchers that boys receive

more attention than girls, both in the form of praise and criticism
(Barnett and Baruch, 1976).
If girls have any spark of assertiveness or independence, school¬
ing is more than likely to extinguish it.

Studies reveal that students

most liked by teachers are those who are achievers and who are dependent
with dependent girls liked best of all (Levitin and Chananie, 1972).
Not surprising, the least liked student was found to be the independent,
assertive girl (Feshbach, 1969).
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The media is another powerful purveyor of stereotypes relative to
occupations.

Women are not only systematically underrepresented on

television (25-30 percent of all characters are women) (U.S. Civil
Rights Commission, 1977, 1979) but are portrayed in a limited range of
traditional roles, tending to be young, attractive, passive, and domi¬
nated by males (Sternglanz and Serbin, 1974; Tedesco, 1974; Tuchman,
Daniels, and Benet, 1978; Lemon, 1979).

Not surprisingly, Atkin, Green¬

berg, and McDermott (1 979) found that at least a third of both Black and
White school children from the fourth to the eighth grades studied,
reported that most of their information about the jobs women and men
hold comes from television.

Furthermore, occupations are more likely to

be sex role stereotyped by 3 to 6 year olds who are heavy T.V. viewers
than by those who are light viewers (Beuf, 1974).

Finally, Dorr and

Lesser assert that "for children, the present invisibility of occupa¬
tions imposes important restrictions on career choice [and that] these
restrictions operate with special force for girls and minorities ..."
(1980:66).
The consequences of the combined sex-role messages derived from
family, school, and media have a formidable impact on women's occupa¬
tional drive and direction.

Prather (1971) identifies three long-range

effects of sex-role socialization practices on women in relation to
their occupational and career development.

First, due to the extreme

pressures to marry, American women are wed at one of the youngest ages
in any industrial nation.

Second, relatively few women make prepara¬

tions for careers as evident by the low numbers seeking advanced degrees
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and the even lower number of women qualified to do so who actually com¬
plete college.

Third, college is less likely to be considered a serious

avenue for career preparation than as insurance in the event that future
marital plans or partner go awry.
Barnett and Baruch's (1976) review of research on the occupational
aspirations and expectations of males and females found the following-from a very early age, occupational choices are highly gender stereo¬
typic; girls select a less varied, more restricted range of occupations;
regardless of socioeconomic class or race, approximately one-half to
two-thirds of school age girls aspire to be either a teacher, nurse, or
secretary; and girls are more specific and deliberate in their avoidance
of high-prestige occupations.
On this last finding, Barnett (1975) discovered in a rank-order
study that boys state a preference for high-prestige occupations--the
higher the prestige, the more boys prefer to enter the profession.

For

girls however, the more prestigious an occupation the more adverse they
were to pursuing it.

In a later work, Barnett and Baruch reached the

conclusion that "the socialization of girls does not typically prepare
them to move comfortably into professional roles" (1978:44).
It can be argued that pressure exerted by the women's movement has
broadened the range of choices available to women.

However, the effects

of sex-role stereotyping and socialization on women's career choices
constitute an equally strong countervailing force.

"A choice is not

really a choice," state Nieva and Gutek, "in the presence of strong
norms that limit the types of behavior considered appropriate" (1981:13).

17

Self-Esteem, Self-Concept, and Self-Consciousness
The subtle and not so subtle instruction that females receive from
birth concerning sex-role appropriate occupations clearly conveys more
than messages about vocational choice.

Sex-role socialization goes far

beyond the dictates of what one will be when one grows up.

Indeed, the

processes of sex-role socialization fashion the individual's entire
sense of self and self worth.
Understanding the sources of internal barriers to women's occupa¬
tional achievement necessitates an examination of how sex-role sociali¬
zation influences women's inner sense of self.

The early formation of

self-concept plays a pivotal role in women's learned self-limiting
philosophies and patterns.

Jeana Wittenberg (1978) examined three

aspects of self-concept considered important to women's occupational
development:

self-consciousness, self-esteem, and self-perceptions

about characteristics and abilities.
Self-consciousness, according to Rosenberg and Simmons (1975),
refers to "the degree to which the self is in the forefront of atten¬
tion, particularly in interpersonal interaction."

Using measures based

on this definition they found striking differences in self-consciousness
with the self-consciousness of females increasing dramatically during
adolescence.

Girls' greater degree of self-consciousness is manifested

in a higher concern about promoting interpersonal harmony and being
well-liked, as well as a higher vulnerability to criticism, and being
overall, more "people-oriented" than boys (Wittenberg, 1978).

Moreover,

in order to promote interpersonal harmony, Wittenberg points out that
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girls are more apt to smile when they are not happy and act nice to
people whom they do not like.

Clearly, the greater degree of self-

consciousness experienced by females detracts from effective levels of
self-confidence and self-reliance required in many occupations.
According to Rosenberg and Simmons (1975), self-esteem refers to
an individual's overall positive or negative attitude toward oneself.
Seymour Epstein (1977) highlights the importance self-esteem plays in
one's life:
Increases in self-esteem produce increases in feelings of happiness,
integration, and energy available, freedom and expansiveness.
De¬
creases in self-esteem produce increases in feelings of unhappiness,
disorganization, and constriction, (p. 223)
In other words, persons with high self-esteem "like" and are sat¬
isfied with themselves; low self-esteem results in self-rejection and
dissatisfaction (Wittenberg, 1978).

Self-esteem is obviously an impor¬

tant life variable affecting occupational and indeed, all life domains
of the individual.

Moderate and stable sex differences have consistent¬

ly been found in levels of self-esteem (Rosenberg and Simmons, 1975),
with girls harboring a more negative self image than boys (Putnam and
Hansen, 1972).

Additionally, Tiedt (1 972) found that girls from lower

socioeconomic backgrounds experience more doubt as to their self-worth
than middle class girls.
Kosinar (1981) indicates that as they originate from male-female
roles, the sources of self-esteem for men and women are very different.
She lists the numerous sources of self-esteem for men as:

being strong

and independent; learning to explore and to take risks; preparation for
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a life of paid work; learning to defend family, home, and country; per¬
forming work well in order to support one's family; bonding with other
men; and making progress and achieving objectives.

Women derive their

sense of self-esteem from sources typically not valued by society in
general nor in the paid labor market.
by Kosinar, stems from:

Female self-esteem, as described

being attractive; learning to care for and

nurture others; being chosen; following the directions of authority;
being well-liked by others; learning to do things as they should be
done, marrying and bearing children; and (the somewhat culture bound
virtue of) curbing exuberance, loudness, and aggression.
When men meet the criteria established for maleness, explains
Kosinar, their self-esteem goes up, when they fail, self-esteem is
diminished.

For women though, progress toward fulfilling feminine

criteria for self-esteem is difficult to measure.

Women's self-worth is

constantly in flux because it is very much dependent on the cooperation
of men in finding her attractive, liking her, choosing her, marrying
her, and procreating children with her.'

Additionally, the sources of

male self-esteem, strength, independence, risk taking, defending one's
country, are more positively valued especially in the market place.
"The prevalence of consensually endorsed negative valuation of female
traits," said O'Leary, "may result in women holding a negative opinion
of their worth relative to that of men" (1974:813).

It is not surpris¬

ing then that as girls grow up they learn to value boys more and them¬
selves less (Prather, 1971).
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Self-worth (in Western terms), is assessed, according to Coopersmith (1968), from four bases:

(1) power--the ability to influence or

control others; (2) virtue--the adherence to ethical and moral stan¬
dards; (3) acceptance--attention and affection from others; and (4) competence--successful performances in meeting demands for achievement.
Individuals may value one of these attributes more highly than another
which would affect one's sense of self-worth.

For example, one may be

extremely virtuous but still maintain a low estimation of self because
they place a higher personal value on say, competence.

Because women

have been denied access to power, relatively few women are able to score
high in all four of Coopersmith1s categories.

For example, there are an

abundance of women who possess virtue, acceptance, and competence but
whose sense of self-worth still lags behind that of men because they do
not have full access to power.

Barnett and Baruch (1978) note the

double-bind of women's socialization which is oriented toward virtue and
acceptance and away from power and competence.

They elaborate on the

dilemma for women:
Society rewards and values those who are powerful and competent,
giving little more than lip service to those who are loved and ethi¬
cal. Women who seek power and competence, thus gaining in two of
the bases, often lose in areas of virtue and acceptance, particular¬
ly if they fail to consider others before themselves, (p. 18)
In order to have self-esteem, it is believed that one must feel
valued by others and experience a sense of mastery over one's environ¬
ment (Brim, 1976).

This though, fosters still another double-bind be¬

cause women's value to others has typically been contingent on her fore¬
going attitudes and behaviors which enhance mastery and competence or
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risk losing her value (Barnett and Baruch, 1978).

Competence, particu¬

larly for White men, enhances their likelihood of being a good provider
and therefore makes them deserving of the title "family man."

Prather

(1971) attributes the fact that there is no comparable term to describe
the woman who provides financially for her family to the assumption that
a woman pursues her own career or interests at the expense, not for the
sake, of the family.
It has been suggested by Bardwick (1971) that the level of self¬
esteem is determined by the value one places on the self.

Moreover, the

lower a person's self-esteem the greater the anxiety and therefore, the
more apt they are to assume a societally prescribed role.

O'Leary

(1 974) submits that because women's self-esteem is lower than men's they
may be hesitant to engage in behaviors requiring them to undertake posi¬
tively valued male sex role appropriate traits.

She concluded that:

Regardless of whether this negative conception of feminine value is
internalized in the self-concept of a given woman or simply a
reflection of what she considers to be the female's sex role appro¬
priate stance as reflected by societal stereotypes, it may be
anticipated to effect the achievement-directed behavior of that
woman, (p. 815)
In conclusion, gender differences clearly exist as to degree of
self-consciousness and levels of self-esteem.

The literature indicates

that women, like men, attribute the more positively valued traits to
males, generate the same sex role stereotypic images, and share men s
bias against the acknowledgement of female competence (O'Leary, 1974).
O'Leary appears to be quite right to assert that negative self-concepts
such as these "constitute a formidable barrier to the achievement striv¬
ing of women" (1974:814).
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Section Two:

Social Group Status

While social group status and sex-role socialization are clearly
intertwined, social group status speaks perhaps most directly to the
issues of power and inequity which are at the very heart of both the ex¬
ternal and the internal occupational obstacles faced by women.

Males

and females occupy different and unequal positions of social status in
this and nearly all cultures.

Presumably, it is for this reason that

the dynamics of gender social group status merit substantial attention
in the relevant literature.
Relative to social group status men may be considered "dominants"
and women--"subordinates" (Miller, 1976).

In order to understand the

distinction between dominants and subordinates it is necessary to consi¬
der them under the broader rubric of oppression--for it is oppression
with its prescription of inherently unequal power relationships which
distinguishes dominants from subordinates.

Barry Adam's (1978) analysis

of the dynamics of domination sheds considerable light on both the in¬
equitable nature of this relationship and its meaning.

Adam explains

that.
The limitation of life possibilities is not equally experienced by
all people.
Domination arises in the differential distribution of
life possibilities.
Domination cannot be restricted to instances of
open confrontation, commands or resistance: it lies in the struc¬
ture of concrete alternatives open to individuals.
The social
cleavages among individuals subject to similar sets of life alterna¬
tives form the boundaries of social groups.
'Domination exists in
the social structuring of life limitations by which one group (the
dominators) successfully maximizes its life chances by minimizing
those of another (the dominated), (pp. 7-8)
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All dominants are privileged.
a birthright.

In the case of males, privilege is

There is no matter of choice involved.

Members of domi¬

nant social groups are received as privileged persons by the institu¬
tions, by custom, and by other people whether they desire this status or
not (Memmi , 1 969; Adam, 1978).

The privilege is relative and varies

somewhat in degree, but comparatively, every dominant is privileged to
the inevitable disadvantage of subordinates.

An understanding of the

external and internal obstacles facing women in the workplace necessi¬
tates an examination of the dynamics of male predominance and privilege.

Male Versus Female Barriers and the Nature of the Workplace
The maximized life chances, alternatives, and other privileges af¬
forded men as dominants are salient in occupational domains.

Though men

as a social group essentially govern this key realm of life, their power
and prevalence does not render them immune to some of the same kinds of
self-limiting philosophies and patterns hampering women occupationally.
Clearly, there are men who experience fear of success, who are reluctant
to take risks, who harbor poor self-esteem, and who are "chronic self¬
doubters."
Yet, at the same time, it appears that such obstacles are less
prevalent for males and females and moreover, they impede many more
women than men.

According to Van Maanen (1977) for a man entering the

system the problems are individual while for a woman they are collec¬
tive.

Evidence of this phenomenon are found in two areas.
First, women are perceived as "demonstrating collective rather

than individual disabilities" (Van Maanen, 1977).

This perception can
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be traced to socially entrenched stereotypes about female competency
which, not incidentally, are quite often shared by members of both
sexes.

A case in point is the finding that many women prefer to work

under a male supervisor or boss (Calvert, 1980).

This preference is

based on either no prior history of working for a woman or a single bad
experience which is then generalized to all women supervisors.

The

reverse trend however was not found--bad experiences with male bosses,
notes Calvert, were attributed to individual shortcomings, not to nega¬
tive qualities deemed characteristic of males.

Thus, it would appear

that while women are seen as demonstrating "collective disabilities,"
men are ascribed collective competencies.
Second, it is widely recognized that the occupational arena is
based firmly upon male norms and values (Henning and Jardim, 1976;
Harragan, 1977; Halcomb, 1979; Harlan and Weiss, 1981).

Male condition¬

ing literally grooms them for a life of employment outside of the home.
So, although individual men may arrive on the work scene unprepared, the
vast majority of men will have had adequate exposure to the rudiments of
male socialization.

Men, observes Van Maanen, are not as likely to

labor under psychological impediments at work because they share "no¬
tions of propriety and normality gleaned from other situations in which
they have had experience" (1977:24).
That occupationally (and otherwise) it is a man's world is indis¬
putable.

Men have been the predominant originators, designers, and ana¬

lyzers of both society's ideology and its institutions (Firestone, 1970,
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Miller, 1 976 ; Janeway, 1980; Dworkin, 1981; Forisha, 1981).1

This role

has been based on the timeless assumption
that what is good for men is good for people, since the predominance
and pervasiveness of the male orientation was rarely questioned
"By the people, for the people, and of the people," really means,
"By men, for men, and of men" and reflects the male's perennial
confusion of himself with people in general. (Forisha, 1981, p. 10)
So while males can also be hampered by internal struggles, con¬
flicts, and barriers they are much more apt to "fit" organizational
requirements because as Kosinar (1981) points out,
. . . organizational life as we know it has been created by men:
the economic structure of the country, its institutions, its pro¬
cesses, and its growth have been developed by men. Consequently,
organizations are male culture-bound; having been built by men, they
expect what men bring to them. (p. 35)
Communication patterns, organizational

form, informal and formal

rules of conduct, dress, and mode of relationships all stem from the
male developmental experience (Hennig and Jardim, 1976; Harragan, 1977;
Halcomb, 1979).

What most men have, and most women are missing, is

knowledge of the informal rules so critical to occupational achievement
and acceptance.

Thurman describes these as "the gestures, rituals,

codes, signals, and unspoken assumptions that are the patrimony of white
men from the middle class, and that outsiders--women, blacks, and immigrants--must scramble to acquire" (1982:41).
Briefly, organizational structures are founded on two models--the
military model of hierarchies and chains of command (Harragan, 1977) and

By and large when authors, including this one, describe the his¬
toric dominance of males in the U.S., they are, knowingly or unknowing¬
ly, referring to White males. Men of oppressed racial groups have his¬
torically had no say in the institutionalization of ideology or policy.
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the team sports model governing norms and behaviors (Hennig and Jardim,
1976; Harragan, 1977).

For obvious reasons, women typically are neither

familiar with nor adept at either model.

Thus, women are at a clear

disadvantage when it comes to playing "the game" because quite simply,
they never learned the boys' rules.

While the processes of male social¬

ization prepare men to step into organizational roles and rituals female
socialization on the other hand leaves women not only ill equipped but,
in most cases, severely handicapped (Hennig and Jardim, 1976; Harragan,
1977; Barnett and Baruch, 1978).
As Hennig and Jardim (1976) are quick to point out though, the
fact that organizations reflect the values and lifestyles of their
founders cannot be viewed as either good or bad, but rather as what is.
Yet, at the same time, the subsequent position of women as outsiders, as
deviants, and as aliens in foreign, and typically unfriendly, male ter¬
ritory is an equally real

(and constricting) condition (Katz, 1973;

O'Leary, 1974; Kanter, 1977a; Heilbrun, 1979).

The blunting of women's

career potential caused by male bias in the marketplace demands that it
be afforded close and serious scrutiny.

The Power to Name
It is, to a large extent, the very imposition of the gender biases
of men (and in this society, White men) which permit them to be, in
Adam's words, "the gatekeepers to social opportunities."

Men determine

what attributes are positive or negative, moral or immoral, strong or
weak, and important or irrelevant.

It is not surprising that those
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aspects of the total range of human potential most emphasized and valued
are those associated with the male domain (Miller, 1976).

The dominant

group's ability to tip the scale of attributes so overwhelmingly in
their favor comes down to one tremendously enabling factor--the power to
name (Memmi, 1965; Freire, 1970; Daly, 1974; Miller, 1976; Adam, 1978;
Janeway, 1980; Dworkin, 1981).
Dworkin (1981) included the power to name as one of seven tenets
of male power and privilege highlighting the entitlements this power
accrues.

Referring to it as a "great and sublime power" she states that

the power to name
. . . enables men to define experience, to articulate boundaries and
values, to designate to each thing its realm and qualities, to de¬
termine what can and cannot be expressed, to control perception
itself . . . men have defined the parameters of every subject, (p.
17)
The male power to name has dire consequences for women in the work
world where masculinity and maleness reign at the centers of power.
Since as Forisha notes, "institutionalized beliefs about men and women,
still remains a controlling force in our lives at work and at home"
(1981:9), the attributes and qualities which are characteristically
masculine are prized over the devalued traits associated with the
feminine (Miller, 1976; Forisha and Goldman, 1981).

So-called feminine

characteristics are no more welcome in the businessman than in the
businesswoman.

In the past, the ideal male manager has been described

as one who is expected to repress any characteristic deemed feminine by
society (Loring and Wells, 1 972), and although in some organizational
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circles this is beginning to change, characteristically female values
and behaviors continue to be regarded as secondary to men's.
Pro-male evaluation bias is evident in job application selection
for managerial, scientific, and semi-skilled positions (Shaw, 1972;
Rosen and Jerdee, 1974; Haefner, 1977b; Gutek and Stevens, 1979) as well
as in university chairpersons' evaluations of hypothetical male-female
psychologists (Fidell, 1970).

Similarly, Taylor and Deaux (1975) found

that in rating responses to emergency situations, even though the male
and female reactions were described identically, the male's behaviors
were judged more logical than the females.

Such sex bias can only

function to limit women's effectiveness and advancement.
Subjects in McKee and Sheriff's (1 957) study included as compo¬
nents of the masculine image--rational competence and ability; vigor,
action, and effectiveness.

Of the female image, subjects identified--

social skills and graces, and warmth and emotional support as salient
characteristics.

It is discouraging to learn that the sex-linked attri¬

bution of characteristics identified in 1957 remains unchanged in the
eighties (Harlan and Weiss, 1981).

Noticeably, in McKee and Sheriff's

findings, is the division of the perceived "rational" "competent" mascu¬
line mode from the inferred "irrational" "emotional" (and hence from the
male viewpoi nt—"i ncompetent") female mode.

It is this very splitting

of thought from feeling which is considered a guiding theme of patri¬
archal ideology, the function of which is to maintain male dominance
(Rich, 1976; Flax, 1982).
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This line of reasoning is plainly reflected in organizational
thinking, where competence is considered distinct from sensitivity, and
rationality is seen as necessarily void of emotionality (Forisha, 1981).
"Female role learning," remarks Kosinar, "regardless of its worth, is
not recognized as functional in the organization" (1981:35).

Forisha

claims that female role learning is not only dysfunctional in male
occupational realms, but that women and their socialized ways are
clearly unwelcome.

"Values associated with women," she writes, "and

consequently women themselves find no place in this world" (1981:12).
To summarize this review thus far, women's internal career obsta¬
cles have their roots, in part, in the inequities of social group status
and the gender-bound constrictions of the world of paid labor.

Gender

biases function in the service of sexism because the dominant gender,
men, enjoy sufficient power whereby the attributes of men and maleness
are assigned the status of normative and hence a superior condition.
Conversely, the attributes and qualities of women and femaleness are
relegated to realms outside the prescribed norm to an inferior social
station.

The saturation of male gender bias in the workplace becomes a

mechanism by which men, as a class, benefit from institutional, practi¬
cal advantages over women as a class.
Finally, although self-limiting philosophies and patterns are not
confined to women, it was argued that even though internal barriers may
afflict individual men, they disable women as a class (Van Maanan,
1977).

Occupationally speaking male socialization grooms men in the

lessons of team work, cooperation, handling defeat with dignity,
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competition, and other rules of the "master game board" of which they
are at once the originators and the overseers (Harragan, 1977).

Deviance and Internalization
The interplay between the dominant social group status of men and
their role in the work world has been posited as a principal factor con¬
tributing to occupational impediments facing women.

Inversely, the

nature of women's social group status has a profound effect on their
range of occupational options, attitudes, and behaviors.

The conse¬

quences of being subordinates for women--namely, being labeled as
"deviant" as well as the subsequent internalization of deviancy both
require closer inspection.
As stated previously, men enjoy sufficient power such that male
attributes are designated the patent quality of normalcy.

"To be the

oppressor," writes Glenn Bucher "is to be the human social norm" (1976:
79).

Dominant social groups enjoy the tactical luxury of being the very

model

for "normal" human relations (Miller, 1976); or in other words, to

be "normal" is to be "legitimate" and hence superior (Forisha, 1981).
Social inequality requires the "discovery" of sameness and differ¬
ence among peoplo; these distinctions in turn serve to disqualify subor¬
dinates from certain social opportunities (Adam, 1978).

Those who do

not conform to the norm, who do not possess the attributes which deter¬
mine normalcy and legitimacy are, well —di fferent.

And because the

dominant group retains the sole right to name, difference no longer
means dissimilar or diverse, difference is renamed to mean "deviant"
(Miller, 1976; Adam, 1978; Janeway, 1980).
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Deviance is a fabricated, or if you will, a "man-made" construct.
Becker's early work on the nature of deviancy found that "... social
groups create deviance by making the rules whose infraction constitutes
deviance, and by applying these rules to particular people and labeling
them as outsiders" (1963:9).
The fact that, in this case, men have the exclusive claim on nor¬
mality is of critical importance to women who, as a class, plainly devi¬
ate from the prescribed male norm.

The occupational consequences for

women, especially in male dominated arenas, is that they are generally
perceived as deviants (Bowman, 1964; Katz, 1973; O'Leary, 1974; Lock¬
heed, 1975; Kanter, 1977a; Heilbrun, 1979; Rich, 1979; Nieva and Gutek,
1981).

Moreover, the female sphere is deemed "illegitimate" when con¬

trasted with the narrowly defined "legitimate" sphere of men (Forisha,
1981).

Not surprisingly, "the success of women," states O'Leary, "is

not so much the issue as is the deviant nature of her actions" (1974:
810).
Based on research indicating that such factors as gender, race,
and national origin appear to be more likely constraints to promotion
than the dishonest, self-seeking, or authoritarian tendencies of a can¬
didate, Bowman (1964) was led to conclude that women simply, "deviate
too markedly."

It has been further suggested that what women fear is

not success as Horner (1972) and others have advanced, but rather the
role of social deviant (Lockheed, 1975).

To test this hypothesis

Lockheed simply adapted Horner's now classic medical school cue.
Changing the composition of Anne's classmates to half female rather than
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all male yielded less fear of success stories by female respondents.
These findings suggest that women fear the mark of deviance far more
than they fear the distinction brought on by success.
The hostility generated toward the deviant woman is evident in
General William Westmoreland's reaction to the admittance of women into
West Point.

Westmoreland counters that, "One woman in 10,000 could lead

in combat but she would be a freak and we're not running a military aca¬
demy for freaks

.

.

." (New York Times, 6/1/1976).

The burden of being a deviant or worse, still, a "freak" is a
powerful dissuader to women seeking to position themselves in the male
work world.

According to Anderson however, the qualities prerequisite

to being a successful woman are those which aid them "to cope emotion¬
ally with being reacted to as a deviant" (1974:200).

Yet, while devi¬

ance clearly carries a high price, Adrienne Rich (1979) warns that lest
women be co-opted by the male establishment they must retain their
outsider or deviant consciousness.

Heilbrun (1979) argues similarly,

that the "outsider" consciousness must be developed in women because it
constitutes their very identify and is a source of solidarity.
If indeed, being an outsider is a potential source of strength for
women it generates a very different response in men.

Outsiders invari¬

ably pose a threat to the insiders who are themselves shrouded in selfproclaimed legitimacy and normalcy.

Because men learn to perceive women

in a paucity of roles, viewing them alternately as nurturing mothers,
seductresses and dolls, mascots and pets, or as various and sundry
witches, bitches, and iron maidens (Kanter, 1977; Forisha, 1981), they
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are often ill-equipped to cope with the ranks of women joining their
organizational structures.

Upon entering the male workplace, women's

deviant outsider status is amplified by the rigidity of the roles she is
cast in.

Forisha and Goldman (1981) observe,

When her behavior eludes these categories, she becomes a threat.
Then the threat is erased by psychologically wiping her from view.
She is an anomaly and an exception, obviously a mistake, and hence
is better tolerated cloaked in invisibility and lack of recognition,
(p. 17)
Because women threaten this hither-to male bastion men tend to
react to the intrusion by simply pretending the outsider does not
exist.

The position of the female newcomer is often characterized by

male ambivalence resulting ultimately in her isolation (Nieva and Gutek,
1981).

Both of these male coping strategies function to undermine the

occupational effectiveness of women.
Quite clearly, the prevalence of male ideology, values, behaviors,
and expectations in the paid workforce contributes substantially to the
female experience of deviancy.

This experience is compounded by women's

inevitable internalization of a sense of deviance and inferiority.

In¬

ternalization for women means the conscious and unconscious acceptance
and subsequent incorporation of a definition of self which is essential¬
ly defined by men.

Consequently, women come to believe in and act out

of the limiting and inferiorizing gender descriptions imposed upon them
by the dominant culture (Broverman et al., 1972).

Indeed, "... in a

patriarchial society," notes Flax, "it would be difficult for a woman
not to feel conflicted, even if only unconsciously, about being female"
(1982:182).
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A case in point is Broverman et al.'s (1972) study revealing the
disheartening consequences of the sex-role acculturation process.

Both

men and women attributed to males' characteristics which are described
as constituting a "competency cluster."

Males are perceived to be

logical, objective, active, and skilled in business.

Women, in con¬

trast, were perceived and perceive themselves to be more subjective,
illogical, unskilled, and passive.

The absence of the "competency

cluster" traits to describe women demonstrates not only men's percep¬
tions of women, but women's own internalized self-definitions as well
(Wittenberg, 1978).

As Miller describes it, "tragic confusion arises

because subordinates absorb a large part of the untruths created by
dominants" (1976:11 ).

Col 1usion
As a result of the processes of internalization, women often con¬
tribute to, or in other words, "collude" with their own oppression and
thereby maintain sexism.

Collusion is a process whereby members of sub¬

ordinate social groups learn to think and act in ways which function to
maintain their own oppression.

In order to collude women need only

acquiesce to their conditioning.

Collusion takes the form of individual

women acting out of stereotyped female patterns such as helplessness,
passivity, or "playing dumb."

It is also manifested in women's percep¬

tions of and interactions with other women.

Because of the dynamics of

sexism and internalization, observed Barnett and Baruch, women are "vul¬
nerable to identifying with dominant (male) attitudes toward women,
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denigrating other women in an attempt to maintain their self-esteem"
(1978:45).
Cynthia Epstein's (1971a) study of women lawyers found they tended
to accuse other women of being difficult, unstable,' or unfeminine.
Findings reported in The New York Times (February 5, 1975) revealed that
90 percent of women managers studied perceived other women as being more
competitive than men.

Stains, Tavris, and Jayarantane (1974) note the

existence of the so-called "queen bee" syndrome in women, whereby, women
fear the competition of other women and so tend to deny the existence of
discrimination.

Proud of having ostensibly made it on her own, the

"queen bee" demands that younger women do the same.
As noted earlier, reports indicate many women strongly prefer
working under a male boss (Calvert, 1980).

What is most troubling about

this finding is that some of these women admit having never worked for a
woman and yet accept stereotypes of women bosses as less professional
and less competent than men.

Other women reported a single bad experi¬

ence with a woman superior and generalize this experience to all women.
Interestingly enough though, they did not generalize about bad male
bosses.

In this case, negative characteristics were attributed to his

individual shortcomings, not to qualities considered to be "just like a
man" (Cal vert, 1980).
Somewhat heartening in the midst of all of this is the finding
that women are less likely to penalize those in sex-atypical occupations
than are men (Nilson, 1976).

And, while actual behavioral evidence

reveals a pattern of female collusion, Katz (1 973) suggested women s
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attitudes towards successful women are actually more favorable than
those of men toward the same.
Collusive behavior by women is disturbing yet at the same time it
is understandable given the longevity of sexism.

Albert Memmi (1963)

pointed out—the longer oppression lasts, the more profoundly it affects
its victims.

Acceptance on the part of subordinates, he notes, is the

"crowning point of oppression."

To summarize, collusion has often been

at once a functional and a necessary course for women.

As Adam ex¬

plains, "Socially structured life constraints elicit behavior which
adjusts, accommodates, or subordinates itself to adverse situations in
the interest of survival

. .

." (1978:2).

Summary and Conclusions
The literature review revealed that women's internal barriers to
occupational achievement can best be understood in the context of
(1) sex role socialization, and (2) the subordinate status of women in a
sexist society.

Early sex role conditioning was found to play a sig¬

nificant and debilitating role in adult women's work lives.

Further¬

more, it was established that the subordinate status of women relative
to men often curtails their ability to function effectively in employ¬
ment realms which are male defined and dominated.

In conclusion, the

fact that men and women experience differential social realities was
considered to have a profound, negative effect on the occupational
options, attitudes, behaviors, and experiences of women.

CHAPTER

III

METHODOLOGY

Design of the Study

This study was exploratory in its purpose.

According to Selltiz,

Wrightman and Cook (1976) methods most useful in searching for important
variables and meaningful hypotheses in formulative studies are:

(1) a

review of the related social science and other pertinent literature;
(2) a survey of people who have had practical experience with the prob¬
lem to be studied; and (3) an analysis of "insight-stimulating" exam¬
ples.

All three methods were used here toward the ultimate formulation

of a model describing internal barriers to women's occupational achieve¬
ment.
To elaborate, Sellitz et al. (1976) maintain that in step one the
most fruitful means of developing hypotheses is to apply the working
concepts and theories found in varying research contexts to the analysis
of the problem under study.
social

For this study research, theories, and

thought were drawn from the following areas:

psychology; sociol¬

ogy; women's studies/feminist wri tings ; business-management; organiza¬
tional literature; and career-related literature.

As Selltiz et al.

suggested for step two, people designated as practitioners or special¬
ists (in this case, trainers) were selected for their insight into the
relationship between variables rather than to gain information as to the
current or best practice in the field.
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Lastly, in step three "insight-
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stimulated" examples were acquired from examining selected instances of
the phenomenon as described by the subjects themselves.

Two features of

this approach which stimulate insight are one, the alert, receptivity of
the investigator to seek rather than test, and two, the ability of the
investigator to integrate diverse pieces of information into a unified
interpretation (Dean, 1954; Selltiz et al., 1976).
Triangulation, meaning the use of multiple sources of data collec¬
tion (Denzin, 1978), was also used.

Four basic types of triangulation

have been identified by Denzin (1978):

(1 ) data tri angulation, (2) in¬

vestigator triangulation, (3) theoretical triangulation, and (4) method¬
ological

triangulation.

mix of these four types.

In addition, triangulation may be achieved by a
This study used both data tri angulati on and

researcher triangulation.
Data tri angul ati on was obtained by cross validating data derived
and categorized from the literature with the data collected from the
interviews.

Both data sources, the literature and the interviews, were

submitted to researcher tri angul ation.

Two independent pilot testers

evaluated the questionnaire which was derived from the literature.

In

addition, two independent coders cross-coded a random sample of the
interview tapes to determine the accuracy of researcher paraphrasing and
selection of quotes.

These same two coders served to’employ yet another

method of val i dati on--analys t tri angul ati on (Patton, 1980).

Analyst

tri angul ati on involves two or more persons independently analyzing the
same set of data and then meeting with each other and the researcher to
compare their findings.
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A.

Research Assumptions
The research design was based on a series of assumptions about the

problem and some effective ways to address it.

B.

These are:

1.

A number of learned attitudes and behaviors function as inter¬
nal barriers to women's occupational achievement; consequent¬
ly, increased awareness of the dynamics of these internal
barriers is a necessary step toward their alleviation (O'Leary,
1974; Henning & Jardin, 1977; Josefowitz, 1980; Mirades &
Cote, 1980; Collier & Lovano-Kerr, 1982).

2.

It was further assumed that an in-depth survey of the litera¬
ture would aid in the collation and illumination of factors
contributing to women's internal barriers to occupational
achievement (Prather, 1971; O'Leary, 1974).

3.

The insights and experiences of trainers who work with women
on career/work related issues can be presumed to further
contribute to an understanding of such barriers. The experi¬
ence and knowledge of such "specialists" can be of "tremendous
value" in discerning important influences impacting on the
situation being studied (Selltiz et al., 1976). Additionally,
because most studies addressing women's achievement-related
issues have been conducted with students in elementary school
through college, prior research has been "handicapped by a
paucity of information about adult women" (Barnett & Baruch,
1978). Research, conducted with trainers who serve adult
women, can then contribute meaningful data.

4.

Lastly, a model describing some of the internal barriers to
women's occupational achievement which is developed by combin¬
ing theory (the literature) with practice (the experience and
subsequent insights of select trainers) can begin to address
the need for awareness and hence, alleviation of such bar¬
riers .

Research Activities and Design
Based on the above assumptions, the following research activities

serve to describe the design.
1.

The investigator:

reviewed and critiqued literature addressing ideology, atti¬
tudes, and behaviors typically reported to be exhibited by
women which may impede occupational achievement.

40

C.

2.

developed an interview guide to elicit information from sub¬
jects as to the nature of women's internal barriers to occupa¬
tional achievement,

3.

pilot tested the interview guide,

4.

designed a questionnaire to determine the subject's background
and experience with this issue,

5.

interviewed fifteen (15) trainers who work with women in a
variety of social settings, such as academia, private industry
or business, and community settings, as to their experience
and insight on these barriers,

6.

combined the data gathered from both the literature and
teachers/trainers in order to describe some of the internal
barriers to women's occupational achievement.

Subjects and Sample Size
The subjects consisted of fifteen (15) trainers.

Again, the title

"trainer" is being used to describe those women whose role it is to
address internal barriers to women's occupational achievement in some
capacity which is educational or otherwise fosters learning-directed
exploration of such issues.

The focus of the training itself did not

need to be specific nor limited to these kinds of psychological barriers
but rather that it lent itself to the surfacing of such issues.

Exam¬

ples of acceptable criteria included a course, workshop, or training
program on:

work transitions for "displaced homemakers"; management

training for women; and women and risk-taking.
Selection of sample.
1.

Trainers were selected to be subjects of this study over

random women in the general population for the following reasons.
Having conducted courses, seminars, support groups, and/or trainings
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places the subjects in close proximity to significant numbers of women
who are or were, consciously or unconsciously, either exploring, demon¬
strating, or limited by internal occupational barriers.

It is assumed

then that the subjects are (a) knowledgable as to the variables (inter¬
nal as well as external) contributing to such barriers, (b) able to
articulate these variables, and (c) able to draw from the experiences,
insights, and situations of the women to whom they are exposed as well
as from their own.

As "specialists" informed by the routine of their

work Selltiz et al. maintain that such subjects have acquired "a reser¬
voir of experience that could be of tremendous value in helping the
social scientist to become aware of the important influences operating
in any situation ..." (1976:94).
2.

In order to achieve a range of sample responses reflecting

training experiences based on variation in setting and population
served, attempts were made to select subjects from differing social
sectors.

Subjects worked in:

academia, private industry or business,

and community-based settings.
3.

To further insure a range of sample responses, every effort

was made to include a racially/culturally diverse group of subjects as
well as subjects who work with racially/culturally diverse populations.
This effort yielded a sample consisting of six Black women, one Latino
woman, one Asian woman, and seven White women.

Additionally, an attempt

was made to include subjects who are likely to work with women from
working class backgrounds.

This was achieved by locating subjects in

community college, state college, and social service settings.
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4.

Potential subjects were identified by the "snowball" method of

sampling (McCall & Simmons, 1969).

By this method, subjects' names are

accumulated such that one person leads to another.

For exmaple, during

the first few interviews subjects were asked if they could recommend
other appropriate interviewees.
D.

Instruments
The instruments used in this proposed study were a short question¬

naire and an interview guide designed and field tested by the investiga¬
tor and then administered to the teachers/trainers.
1.

Questionnaire.

The questionnaire was designed to elicit two

categories of information:

(a) information concerning the nature of the

training itself (training profile), and (b) demographic information
about the population served by the trainers.

Gathering data of this

nature by questionnaire was an efficient and expedient method, allowing
the investigator to use the interview sessions to gather more substan¬
tive information.

The questionnaire itself was constructed in a primar¬

ily open-ended fashion and informed by the literature on questionnaire
design.
a.

(See Appendix for a copy of the questionnaire.)
Training profile:

Questions in this category asked for

information as to the teacher's/trainer's:
-title and function
-length of time the subject has been working in this topic area
-relationship to population served, i.e., manager-personnel;
teacher-student; consul tant-cl ient
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-voluntary versus mandatory association between trainer and popula¬
tion served
-typical methods used to serve population, i.e., small group train¬
ing; support groups; seminars; classroom teaching; other . . .
-name/title of the teaching/training conducted, if any, e.g.,
career issues for older students, male-female organizational
dynamics
-goals and nature of the teaching/training conducted
-the setting in which the teaching/training typically occurs, e.g.,
academic/course setting; pre or in-service training; private or
community setting
-how populations typically learn of the teaching/training
b.

Demographics of population served.

Questions in this category

asked for information as to:
-the number of women served at any one time (size of group or class
the teacher/trainer typically works with)
-estimated number of women professionally served around this issue
in the last "x" number of years
-the range of ages served
-the raci al/cul tural composition of the population typically served
-the socioeconomic background of the population typically served
c.

Three additional questions were asked, to determine:

-whether the subject had any questions of the investigator
-whether there were any other pertinent bodies of information which
the subject could offer that was not requested on the questionnai re
-whether there was a most-convenient day or time to telephone in
order to arrange an interview
2.

The Interview Guide.

data through interviews vary.

Approaches to collecting qualitative
The approach used for this study was the

"general interview guide" approach as described by Patton (1980).

This
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method of interviewing is similar to Merton et al.'s (1956) "unstruc¬
tured scheduled interview," whereby the investigator has a list of
topics to be covered, yet the style of conversation is non-directive,
allowing for conversational flow.
This approach to interviewing was selected for several reasons.
First, it ensures that basically the same information will be obtained
from respondents; second, it helps make the interviews more systematic
and comprehensive because the issues to be discussed in the interview
have been delimited, and third, it allows for further exploration and
probing on the part of the interviewer (Patton, 1980).
Interview questions themselves emerged out of the pertinent
literature.

(See Appendix for the full text of the interview questons.)

The investigator drew from existing models, research studies, theories
and hypotheses, biographical and autobiographical data, and case studies
relevant to occupationally-related internal barriers women face in order
to develop categories of questions.
Thus, the interview guide contained a total of 30 questions in
four broad areas considered by the literature and the researcher to be
relevant.

These areas are:

a.

general information/insights

b.

male-female comparison

c.

performance

d.

recommendations for change

The questions in each area are summarized as follows:

(a) general

information/insight questions explored women's general attitudes.
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values, behaviors, characteristics, tendencies, and apprehensions and
fears which may undermine them in work realms, including inner obstacles
to women taking pro-active steps occupationally, the ways in which women
may inadvertently sabotage their achievement potential, and possible
class and racial distinctions in the above areas; (b) male-female comparison questions asked subjects to compare men and women in the follow¬
ing areas:

the likelihood of each to experience internal barriers;

self-confidence; relative di fficul ty making work-life choices; over¬
personalization of constructive criticism; reluctance to take risks; and
possible class and racial distinctions in all the above areas; (c) per¬
formance questions sought information as to women's definitions, selfassessments, and attributions regarding competence, success, and fail¬
ure; and Cd) change-related questions sought recommendations for change
on both societal and individual levels, and surveyed those assets and
strengths which subjects considered to be enabling to women in their
work lives.
The interview questions were pilot tested on two subjects consi¬
dered knowledgeable on the topic.

Revisions were made based on sugges¬

tions made by the pilot testers which on the whole involved simply re¬
wording some questions for the sake of clarity and brevity.

The only

substantive revision came from the pilot testers' suggestion the multi¬
ple choice questions not be used because (1) they were cumbersome to
describe and (2) the subject's tendency may be to try and guess which
answer the interviewer may prefer.
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E.

Procedures
Subjects were contacted initially by telephone in order to explain

the nature and purpose of the research and to ascertain both their
appropriateness for the study as well as their availability.

Interested

subjects were then mailed a description of the research, the appropriate
human subjects consent forms, and the questionnaire.

Subjects were to

return the signed consent forms and the completed questionnaire two
weeks from the date received.
Once these were received, telephone calls were made to arrange
interviews.

Experience-collecting interviews warns Selltiz et al.

(1976) are apt to be quite lengthy.

Given the nature of the information

sought it was considered advisable to brief the respondents on the ques¬
tions to be discussed in advance.

This, Selltiz et al. points out,

allows the respondent to do some advance thinking and to consult with
colleagues (and in this case, perhaps with students or others served by
teacher/trainer) so as to add the knowledge gained from their experi¬
ences.

Interview guides were sent out at the time each individual in¬

terview appointment was arranged.
interview guide.)

(See Appendix for a copy of the

Actual interview times ranged from one to two hours

in duration and were audio-taped.

Analysis and Interpretation of the Data

Analysis of data in qualitative research requires the identifica¬
tion and examination of patterns which emerge from the data sources.

In

this case the data sources were the literature and the subject interviews
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(Denzin, 1970).

According to Patton (1980):

Analysis is the process of bringing order to the data, organizing
what is there into patterns, categories, and basic descriptive
units.
Interpretation involves attaching meaning and significance
to the analysis, explaining descriptive patterns, and looking for
relationships and linkages among descriptive dimensions, (p. 268)
Lofland (1971), Bogdan and Taylor (1975), and Patton (1980) sug¬
gest a sequence of steps which were followed in this data analysis
process.

These steps are (1) organizing the data, (2) coding or index¬

ing the data, (3) developing typologies or classification schemes,
(4) formulating hypotheses, (5) reassessing data in light of hypotheses,
(6) reformulating and refining hypotheses, (7) validating and verifying
the refined hypotheses, and (.8) summarizing and reporting the results.
The next section provides a brief summary of this process as it applied
to this study.

In addition, the organization of this section was

modeled after Bell's (1981) work.

Organizing the Data
Data must be organized both materially and conceptually.

The

materials issues involve how the data will be physically collected and
maintained.

The following procedure was used for this study:

the taped

interviews were transcribed in full and five copies were made, one copy
was kept as a reference, one copy was used by each of the two indepen¬
dent coders, and two copies were cut into parts and sorted into categori es.
The conceptual issues involve the initial organization of data.
This, according to Patton, may be derived from two sources:

(1) the

questions generated during the conceptual phase of the study, and
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(2) the analytic insights and interpretations that emerge during data
collection.

Thus, the data was organized then in two ways--by interview

question and thematically according to the insights and interpretations
of the investigator.
Coding the Data
The initial coding system derived from a sample analysis of 5 of
the 15 transcribed interviews.

The researcher first searched for themes

and issues which the subjects raised without being directly questioned.
For example, one question asked about women's reluctance to take risks.
References to risk taking were counted and coded only when a subject
raised it outside of the question which addressed it.

This way the

researcher was able to discern which issues seemed salient to the sub¬
jects apart from those the researcher addressed in the interview.
Eighteen themes/issues were identified.

These were as follows:

.

(1) various fears/apprehensions, (2) collusion with sexism, (3) reaction
to criticism, (4) decision-making, (5) external causality, (6) goal
setting, (7) manipulation/indirectness, (8) power, (9) risk-taking,
(10) role models, (1) role conflict, (12) sociocultural expectations,
(13) success, (14) networking/support, (15) assertiveness, (16) selfassessments of competence and failure including confidence and self¬
esteem, and (17) references to others.

The initial themes/issues were

individually filed and new categories were added as data were collected
and new possibilities presented themselves.
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Developing Typologies
It became clear after the sample coding that 6 of the 18 themes/
issues appeared with disproportionately greater frequency to the others.
Specifically these were:

(1) assertiveness, (2) references to others,

(3) confidence/self-esteem, (4) networking/support, (5) role conflict/
social expectations, and (6) performance issues.

These major themes

formed the starting point for the development of categories or typolo¬
gies representative of the patterns emerging in the data.
Patton describes typologies generally as "classification systems
made up of categories that divide some aspect of the world into parts"
(1980:306).

The "world," in this case, is the problem which the study

is addressing.

Additionally,

The primary purpose of typologies is to describe. These typologies
can later be used to make interpretations about the nature of the
(problem), but the first purpose is description based on an analysis
of the patterns that appear in the data. (Patton, 1980, p. 311).
For example, three analyst-constructed typologies indicative of
patterns in the data were ultimately determined to be (1) sociocultural
expectations, and realities, (2) other-di rectedness, (3) performance
issues.

Data were believed to "fit" these typologies when they could be

found across situations.

The process used to arrive at these typologies

was as follows.
As described by Guba (1978) the analyst of qualitative data must
deal with two problems:

"congruence," figuring out what things fit

together so as to classify the data, and "divergence," figuring out how
to "flesh out" the categories.

The analyst can approach the problem of
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convergence by judging one's categories using two criteria:

"internal

homogeneity" meaning the extent to which the data in a certain category
hold together, and "external heterogeneity," or the extent to which
differences among categories are bold and clear (Patton, 1980).

Accord¬

ing to Patton, the task of the investigator is to then move back and
forth between the data and the classification systems in order to verify
the meaningful ness and accuracy of the categories and the data placement
within them.
Guba and Patton's criteria thus became a starting point for re¬
examining the remaining 12 themes/issues within the context of the 6
most salient ones.

The fleshing out process, suggests Guba (1978), can

best be done by building on previous known items of information, build¬
ing or making connections among items, and proposing new information
that should fit and then verifying that it exists.

For example, knowing

that the theme/issue of success is closely related to failure and stan¬
dards, the connection was made between these three items of information
to form a new more inclusive category which could be described as "per¬
formance."

Finally, the process of convergence and divergence is

complete when information sources have been exhausted, sets of cate¬
gories are saturated such that new sources become redundant, when there
are clear regularities, and when analysis begins to surpass the param¬
eters of the issues and concerns guiding the analysis (Patton, 1980).

Formulating Hypotheses
According to Bogdan and Taylor (1975) the hypothesis-building pro¬
cess begins by first proposing definitions of phenomena observed to be
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in the data.
tested.

From here theoretical constructs can be created and

As a case in point is the "other-directedness" typology.

Here,

the investigator examined the data to fonnulate a definition of this
phenomenon as described by the subjects in this study.

It appeared that

when subjects referred to women's concerns, values, and relationship to
others that they were essentially describing what Bakan (1966) termed a
communal or other-orientation.

Drawing from Bakan's work, Donelson and

Gullahorn (1977) define communion or communal as an orientation to the
world whereby one is concerned with and feels a sense of connectedness
with the community of others.
It was hypothesized that when subjects described women in relation
to others, whether that be consideration of others in decision-making or
the need to be liked by others at work, what they were describing was
not necessarily an inability to make decisions nor an inordinate depen¬
dence on positive regard but rather an orientation which is essentially
communal in nature.

It was further hypothesized that when subjects

described women's concerns, values, and relationship to others they were
essentially identifying a pattern.

Moreover, this pattern could be

characterized as inclusive of a set of values or behaviors which:
(1) convey a sense of responsibility for maintaining relationships
among others in both private and public spheres;
(2) incorporate the existence of others into one's moral reasoning
with an emphasis on fairness, honesty, and loyalty;
(3) considers the impact of one's actions on others;
(4) lend purpose to one's life by engaging one in the service of
others or somehow contributing to the welfare of others;
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(5) please others or otherwise will not jeopardize the connections
between self and others.

Reassessing Data in Light of the Hypotheses
The data must now be reexamined to determine whether they fit the
hypothesis.

Assessing this match requires the researcher to look for

exceptions or inconsistencies.

For example, whenever a reference to

women and others was made it seemed to refer to a value system or orien¬
tation as described above.

Based largely on Carol Gilligan's (1982)

provocative work, a hypothesis was formed that one value underscoring
women's sense of success and failure is that one should act so as to
maintain the connectedness between self and others.

The researcher

tested this hypothesis by looking for examples in the data where sub¬
jects described women's fears of success and failure.

Bearing out the

hypothesis, it was found that fears centered around two themes--the
perceived consequences of success and failure, in relation to others,
and standards for personal performance.

Specifically, then, it was

hypothesized that beyond concerns related to performance, some women are
apprehensive about success and failure because it could potentially
separate or distance them from others.

Validation and Verification
Validating and verifying data analysis in qualitative research can
take several

forms.

One strategy is to search for rival explanations.

This can be accomplished by organizing the data in alternative ways in
order to see if other logical possibilities emerge.

The data was
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organized both by typology and by individual interview questions.
Neither method revealed rival

findings.

Looking for rival explanations is closely related to a second
method, namely the search for negative cases.

This involves looking for

cases which do not fit the patterns which have been identified.

Pat¬

terns and trends can often best be understood by considering those
instances and cases that do not fit the pattern.

Looking for negative

cases revealed an apparent discrepancy between White middle-class women
and women from oppressed racial groups in regards to their occupational
expectations.

Women from oppressed racial groups seem to harbor fewer

fantasies about being "rescued" from the work world by fulfilling the
role of homemaker.

White women, on the other hand, are often raised

with the expectation that someone will take care of them.

By examining

this negative case, more light was shed on both class and race variables
as they relate to the role of sociocultural conditioning.
A third method is "analyst triangulation" meaning two or more per¬
sons "independently analyze the same qualitative set and then compare
their findings" (Patton, 1980:331).

Since the independent coders'

interaction with the data was significant, they were asked to meet as a
team with the researcher to compare their findings and share their
analyses.
A fourth method of verification involves recording the reactive
effects of the researcher.

The researcher recorded reactions following

each interview as to perceived biases of participants and researcher
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biases and predispositions.

Additionally, a record was kept of the

researcher's perceptions over the course of the study.

Presentation of Findings
The presentation of findings requires striking a balance between
description and analysis.

The researcher must come to tenns with what

Lofland calls the "agony of omitting" description and the fact that "the
reader does not have to know absolutely everything that was done or
said," or what Patton calls . .

. the problem of focus.

Thus Chapter IV

presents the major findings by question including only enough examples
to describe and interpret salient themes.

In addition, the investigator

attempted to quote subjects proportionally to avoid overrepresenting any
individual view.

CHAPTER

IV

FINDINGS

This chapter presents and describes the data from fifteen subject
interviews.

Responses to each of the thirty interview questions are de¬

scribed in narrative form so as to capture both the specifics and the
richness of the data.

Additionally, the three most frequently cited re¬

sponses to each question can be found summarized in table form in Chap¬
ter VI where they are grouped by category and frequency.
What follows is the overview of subject responses by question.
The questions are also divided into four sections:

(1) general informa¬

tion questions, (2) female-male comparison questions, (3) performancerelated questions, and (4) change-related questions.

Responses are

reported here with relatively little commentary as a more elaborate
analysis is presented in Chapter V.

Also, items coded under "miscel¬

laneous" represent responses made single subjects which did not appear
to fit the other categories.

Lastly, the responses to questions 8, 18,

and 26 regarding cultural, racial, and class differences are reported
together in order to achieve a more wholistic picture of the issues at
hand.

(1) General Information Questions

Question 1
First, I would like for you to simply list for me some of the
more self-imposed or internal barriers that you have found to
impede women.
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The issues cited most frequently by subjects were those connected
with women's self-perceptions in relation to skills and performance.
Ten subjects identified issues such as not giving oneself adequate
credit, devaluing or not recognizing one's skills and experience, not
taking oneself seriously, lack of self-confidence or self-doubt, fear of
failure, and fear of success.

This kind of chronic self-doubt was found

in women from a vast range of settings from technical training programs
to Ivy League colleges.
school

The program counselor at a technical training

for women said, for example, that she finds women to be inhibited

by a "general lack of self-confidence."

Women, she observed, "usually

judge themselves to come up lacking in some way .
would fail if they attempt [something]."

. . assuming that they

According to the director of

minority affairs at a prestigious women's college, the devaluation of
skills and competencies knows no age boundaries.

She observed that,

. . . women don't give themselves enough credit for what they can do
. . . you can see it in the 21 year old senior just coming out of
school, you can see it in the Ph.D person just coming out of gradu¬
ate school, and you can see it in the professional who's been work¬
ing for 10 or 15 or 20 years.
The second most frequently responses to question 1 were those
related to sex role socialization.

Six respondents spoke of how women's

occupational aspirations are negatively affected by the sex role expec¬
tations held by both themselves and others.

The job resource developer

at a private career development center for women finds achievement
potential suppressed when "women see themselves as childbearers [and
believe] that that is the primary role, the nurturing role, and to
expand beyond that is not right."

Faced with both an inhibiting social
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conditioning and the frequent disapproval of others it was thought to be
often difficult for women to make the transition from the private to the
public work sphere.

Explained one,

Because we were raised as women with certain
should be I think an internal barrier is the
selves out there to be central in the world,
authority on issues.
That I know for myself
back seat and that you push the man forward.

expectations for how we
fear of putting our¬
to see ourselves as the
was to learn to take a

Related to sex role learnings is women's comparable inexperience
in the world of work.

One-third of the subjects described barriers

which reflect most women's relative lack of preparation and experience
in the work world.

Said one,

I generally observe women to be unprepared to take occupational
risks.
If they want to start a business or be enterprising or leave
a secure job to risk taking a new step toward training, they don't
seem to have the same skills or be prepared to deal with the possi¬
bility of failure in the same way men do. Men seem to be condi¬
tioned to expect to take risks, to expect to fail, and . . . [learn
that] that's part of the game . . .
Women's relative inexperience was thought to at times cause them
to be somewhat naive as to the norms, values, and expectations of the
male-oriented workplace.

A management trainer for a large corporation

provided a good illustration from her own experience on how women's
assumptions can be out of sync with those operating in the male work
world.

She explained,

I went on a business trip with a colleague for two weeks and we were
going to be sharing expenses. ... I wanted to discuss with him how
the expenses would be divided up and he looked at me like I was
crazy.
I was concerned [about the money] and he wasn't at all.
. Though I am [still] not frivolous with the budget I receive, I
now see money in a different light--money is not the limit, it is a
medium for me to get things done.
And it's okay if I overspend as
long as I have a legitimate reason.
Nobody is going to slap me down
or think I'm a bad person or I'm a spendthrift or look at me like I
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wasn t doing my job just because I overspend. And that [learninql
was a biggie for me.
And I find a lot of women go on business trips
and they count every dime, they count every tip, how much soap they
bought [and] it s crazy.
I'll never do that again, that's an impor¬
tant lesson Jim taught me.
Lack of assertiveness was identified as an internal barrier by
three subjects.

Women have "a problem with fighting at work," said one,

straight on, clean fighting."

This becomes problematic for women she

adds, because "sometimes fighting is necessary and for that reason
[women] take more crap than anybody else would ever take."

Another said

she finds when women are frustrated because, for example, they are not
receiving the proper recognition for outperforming male colleagues, what
often happens is "instead of dealing with it assertively or effectively,
the frustration comes out ..."
According to three subjects, another problem area for most women
is a tendency to seek external validation or to be externally defined.
One subject advised women to "get beyond that need to have somebody else
tell them where they're qualified, what they can do and what they can't
do."

She adds that "very often women sit back and wait for a man to

tell them--'you can go out and do a degree in engineering, you can go
out and start your own business.'"
Issues related to power were raised by two subjects.

One de¬

scribed the tendency for women to disassociate themselves from power
because it is seen as destructive and selfish.

Another subject noted

that because of this view women seem uncomfortable with direct uses of
power.

This poses a dilemma for women she believes since.
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. . . there is no comfortable paradigm existing in this society that
could acknowledge or support woman power, a different kind of power
If you wanted to do it differently--how do you do that? Where do
you find validation for that?
Finally, three items were coded under mi seel laneous since they
were identified by single subjects and did not appear to fit any of the
categories just described.

These items were:

poor self-esteem due to

lack of validation for women in the culture; women's pessimism about
their occupational prospects due to real and perceived external bar¬
riers; and the fear that success requires that women adopt male values
and hence "be like men."

Question 2
What kinds of attitudes, values, and/or assumptions commonly
held by women are likely to be limiting or detrimental to them
occupationally?
Those items described most frequently, ten times, were those
reflecting an other-orientation.

This is not surprising according to

the job counseling facilitator working with so-called displaced home¬
makers.

"They've spent so much of their lives serving other people--

husbands, children, parents, other family members," and as a consequence
she finds, "they have a very, very difficult time giving to themselves
and thinking well of themselves."
Beyond the assumption that others'

needs are either more important

or should come first, subjects talked too about the tendency for some
women to achieve vicariously through others.

Others described some

women's need to be liked by others in the workplace, as well as the keen
sense of responsibility that women tend to feel to and for others.

The
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director of a professional development institute specializing in train¬
ing programs for women noted that as women we are limited by "the belief
that we must have everyone's good will all the time .

. . [and by] the

tendency to believe that we are responsible for other people's feelings
or other people's good or bad fortune."
Sensitivity to the feelings and needs of others, it was pointed
out, can be both an asset and a liability to women.

According to a

university professor who conducts leadership development training for
women,
. . . most women are taught to be kind and generous to other people,
to have empathy and understanding for other people . . . those kinds
of attitudes can lead to creating a very comfortable workplace for
other people but may also take us away from making concrete deci¬
sions that . . . might hurt somebody else's feelings or go against
our values of making sure everybody feels good.
The second most frequently cited attitudes were those related to
women's sense of themselves in terms of their skills and performance.
Nine subjects talked about women's performance-related dilemmas.

For

some, the inner obstacles had to do with women either devaluing, not
recognizing, or needing external validation of their skills.

Others

talked about the belief of many women that they are not competent and
instead lack self-confidence related to their skills and performance.
The bottom line seems to be "an underlying sense of inadequacy, of just
not being good enough."

Another subject finds in her clients

the

attitude that they won't be able to get the job [and] if they would be
lucky enough to get the job, they often think that they can't do [it]."
For other subjects, women's performance-related obstacles were connected
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to their seeing men as both more competent and as holding values which
are more effective, and hence superior, in work situations.

This mys¬

tique about people in competent positions appears to apply to other
women as well.

The director of student development at a small private

college believed that women who view successful women as the exception
rather than the norm sell themselves short "with the attitude that there
are 'born leaders'

. .

. not that those skills can be acquired."

Seven subjects talked about attitudes, values, and assumptions
connected to sex roles and work.

For two subjects this meant attitudes

which move some women to act out of an extremely feminine mode at work.
Along these lines, what prevents many women from acting outside of the
roles prescribed for women, it was said, is the fear of disapproval and
subsequent rejection from family, lovers, or society at large.

For

women in high positions there was said to often be the fear that people
will think "she's got to be a 'tough bitch' in order to have gotten
there, or .

.

.

[that] she got there by what she did with people [like]

sleeping [with them] but not [that] she got there on her own merit."
Women at all levels though, appear to fear the kind of stereotyping and
labeling that was said to "plague" women.

For example,

. out of a fear of being labeled too emotional, they hold back
their ideas and thoughts rather than let themselves be seen blush¬
ing, trembling, or having a few tears.
Consequently, we abdicate
any power to influence a situation by withdrawing and keeping
silent.
Additionally, because of prescribed sex roles many women question
their very right to be in atypical work realms.

Explained one, "there

is an internal assumption we have--a feeling that we simply are not
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entitled to positions of power, authority, or control."

Although it is

unclear whether such entitlement issues are linked to social class, it
appears that women s attitudes about sex roles and careers are class
related.

In one subject's experience, "upper class women expect to have

it all, to manage a professional life and have a very full social and
professional life too—children, husband, family."

The lack of early

goal setting for middle class women, on the other hand, was thought to
be due to the assumption that they would not be required to work outside
the home.
Another category emerging under question 2 had to do with the ap¬
parent incompatibility of women's values with the realities of the work
world.

The consequences of this incompatibility are again evident in a

certain naivety many women have regarding the norms, values, and expec¬
tations of the work place.

For example, two subjects noted the tendency

among women to believe that the system is fair.
world is manifest in two ways.

This belief in a just

One is to assume that diligence and hard

work will be recognized and rewarded.

The other is to assume that

people will be treated equitably regardless of gender.

Closely related

to this notion of fairness is the presumption by some women that the
support of other women is a given.

A third subject spoke of women's

need to be honest, of having a sense of integrity.

The expectation then

is that others in the workplace will reciprocate in kind.

She also de¬

scribed a tendency found among women to assume that decisions in the
work world are logically arrived at and are based on factual data.

The

reality, however, is that "decisions are often made based on ugly little
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things like personal aggrandizement, personal prejudices and values, and
a lot of them are illogical."
Finally, two subjects identified attitudes and values connected to
risk-taking and safety as potential obstacles for women.

These included

"a fear of getting out there and taking a chance," an emphasis on self¬
protection and need for personal safety, and the belief that safety and
security in the world are dependent on being taken care of by another.
Three items came under the miscellaneous category.

These were

"embarrassment around money"; pessimism due to real or perceived exter¬
nal barriers such as being a single parent, lack of resources, and
racial discrimination; and identity probing questions related to how
women can wield power without doing so in an abusive, masculine manner.

Question 3
Can you think of any behaviors or patterns or actions which
can be considered characteristic of women which may be poten¬
tially dysfunctional to them occupationally?
The behavior cited most frequently (by nine subjects) as being
potentially dysfunctional to women was a lack of assertiveness.

Non-

assertive behavior was most often described as either holding back
presenting one's ideas and opinions or "waiting" for such things as job
offers, raises, recognition, and inclusion.

Other subjects spoke of

women's lack of assertiveness in terms of women being apologetic for
"making decisions, for giving direction, [andl present[ing] themselves
with hesitant body language and verbal style."
Behaviors reflective of an other-orientation were mentioned by six
subjects.

Considering the cultural expectations of and for women it is
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not surprising that subjects found women to believe that others' needs
are more important, to adapt their occupational goals to those of
others, to act in ways to gain approval from or so as not to hurt
others, and to shun success for fear that it will distance them from
others.

As one subject aptly summed it up:

It seems very obvious to me that in many ways we are still asking
little girls what they're going to be in terms of relationships when
they grow up and not what they're going to c[o. We still emphasize
relationships for women and activity for men. ... In many cases we
just ask them to add activity to the task of caring for all the
relationships.
In contrast to women sacrificing their work for their relation¬
ships with others, one subject warned of the opposite tendency "of women
who get ahead to take this particular situation as the main thing in
their life."

She explains that while most women do fear that work will

prevent them from adequately giving to others, in contrast, some women
. . . put their work as the total existence. I've seen some women
who have nothing but their jobs--no relationships with girlfriends,
no relationships with males or children. And I'm sure in the long
run that's going to hurt us as people because we've lost, I think,
the unique qualities that we bring to administrative positions that
have to do a lot with the feeling side of [things].
Again, items indicative of women's relatively limited experience
with the norms, values, and expectations of the work world were cited,
this time by one-third of the subjects.

One subject talked about

women's lack of strategizing as to "which issue they should ... go to
the wall on and which they should let go."

Three subjects talked about

women not understanding the politics and the norms attached to the
socializing rituals in professional circles.

According to one represen¬

tative of the corporate world. Black women in particular tend to isolate
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themselves from their peers and their supervisors.

As she describes it,

. . . 60% of your relationship with people at work and with your
manager comes from what appears to be unnecessary contact. It comes
from standing at a coffee wagon, or talking about the weather, it
comes from sitting with people at lunchtables . . .it comes from
going over to someone and saying congratulations on your promotion,
sending notes of congratulations. All of this . . . contact that is
not specifically related to work forms the basis for a relationship,
and if there's no contact like that your relationship tends to be
very brittle, and . . . when'it comes time to sit down with your
manager and your co-workers to say "I'm not doing too good" or
"what's going on here?" there's no foundation for a conversation,
there's no foundation for honesty or trust, all there is just this
cold void between you and me. . . . This is a pattern I see in Black
women--they go to their job and they sit there and they won't get up
unless there is a work situation that they have to get up from that
desk for.
Performance related issues were raised by three of the subjects.
They all talked about a general lack of self-confidence as well as the
fact that even for those women who have a history of effective perfor¬
mance "the feeling of confidence doesn't accumulate."

One subject

described women's tendency to "need to feel like we have to have al 1 the
skills down, that we're perfect at what we do and then maybe we can sell
ourselves to someone or ask for a promotion or a new job."
Lastly, three subjects suggested that behavior characterized by
one as "fluff behavior--being giggly, smiling when they ought not to be
smiling . . . being too 'feminine,'" can be dysfunctional in the work¬
place .
Miscellaneous behaviors mentioned were a reluctance to take risks,
allowing oneself to be defined according to others' standards ("dress
for success"); and behaviors designed to respond to or defend oneself
against (rather than ignore) challenges to one's credentials.
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Question 4
Are there any characteristics or tendencies typical of women
which could undermine them in work realms?
As was the case for question 3, the issues raised most frequently
were those related to a lack of assertiveness, helplessness, passivity,
and learned dependency.
tendencies of women.

Nine subjects identified these as debilitating

The tendency cited by one subject for many women

to not assert their opinion, and to compromise their views in a work
group is consistent with what another described as women's "characteris¬
tic training to be a 'good girl'--not to have opinions, ... to smooth
things over, not to be assertive, not to be direct."

Women were also

thought to have difficulty dealing with their anger and frustration
assertively and instead "get very emotional, very upset, and . . . what
you need to accomplish is too often defeated."
Five subjects noted that a lack of experience or naivety regarding
the norms, values and expectations of the work world was characteristic
of women.

Included here were such things as a lack of experience with

job searches, not developing a career building strategy, a lack of ex¬
perience and practice with leadership and delegating responsibility, not
being knowledgable or skilled at using office gossip in a self-promoting
way, and women's unwillingness to engage in the "political game

prefer¬

ring to believe instead that "if they just do their job well, they will
get ahead."
Items reflecting an other-orientation that may thwart women s
effectiveness in work realms were noted by a third of the subjects.
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Characteristics and tendencies thought to undermine women included need¬
ing to be liked by others at the cost of not delegating or negotiating,
sacrificing decisiveness for understanding, and rescueing or protecting
others from harsh feedback.

One subject spoke of a need of many women

for their work to "somehow [be] serving the family, serving society,
serving humanity, or serving people .

.

.

[which is] not necessarily a

negative thing except that women close themselves to options and may not
see opportunities for themselves."

Being orientated toward others in a

work world which all too often is not, can be problematic for women.
One respondent shared her own dilemma:
I feel pulled . . . a lot in terms of family, friends.
I'm very
people-oriented and so where does work fit . . . [when] I have other
needs and responsibilities.
Does work have to be everything in
order to "make it" . . .?
Role conflict and role overload were mentioned by three subjects.
One subject described women's ambivalence to invest money into a career
because of the belief that "I'll probably be back inside the kitchen
anyway."

Another described the fate of women who attempt to excel in

both public and private roles.

"They have to have a perfect personal

life, perfect social life, perfect work life, perfect family life," she
said, ".

.

. and so really get burned out trying to do everything."

Because of the demands on many women to fulfill

family and work roles

they feel the conflict described by one subject as the
, . .pull between what is your primary place where you're supposed
to be putting your energy. Or if you're really serious about work
and you have a child to take care of, to give attention, and love,
how much can you really progress in the workplace when you have all
of these other responsibilities?
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Several subjects cited issues connected with emotions in work
realms.

Women were described by one subject to be more emotional than

"tactfully" assertive, while another spoke to women's fear of being seen
as too emotional by others.

A third subject described women as having

been "raised to have easier access to their emotions than men [and
therefore] exhibit more emotion, and make decisions not only based on
fact and reason but also on feelings."

However, given that organiza¬

tions are "very much biased toward very rational logical decision¬
making," she adds, women's capacity to be emotional is too often seen by
the organization as dysfunctional.

This discrepancy though was deemed

to be "more of a flaw in the organization than a flaw in the woman."
Two respondents believed that by acting too stereotypically femi¬
nine and/or sexual at work women are likely to diminish their effective¬
ness.

In a separate category, two other subjects mentioned items con¬

nected to support from other women.

Both subjects described what can be

a tendency for women to be unsupportive of other women.

One woman

relayed a complaint she often hears about women not getting their
credibility recognized by other women.

Another subject talked about the

so-called "Queen-Bee" syndrome whereby successful women refuse to sup¬
port other women in their efforts to grow occupationally.

And yet by

the same token because of the expectation that women should be uni¬
laterally supportive of other women, a debilitating kind of stereotyping
may occur:
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one woman in my workshop said she hated working for her female
boss because the boss would do things like walk to her desk, hand
her some papers, and say "I need this done by 3:00." When I asked
her if that same behavior would have been disturbing had her boss
not been a woman, she said no. Somehow we expect so much more from
our female bosses; not only are they supposed to be resourceful,
powerful, competent, but also .
sensitive.

. . nurturing, accepting, and

Miscellaneous characteristics or tendencies thought to undermine
women were:

women taking themselves either too seriously or not seri¬

ously enough; "giving up too soon"; and not recognizing that when men
ignore or discount a woman's contribution at work it is more likely to
be a reflection of a cultural devaluation of women in general rather
than a statement about the contribution itself.

Question 5
What kinds of things are likely to keep women from taking
steps to say seek additional training, apply for a new job,
ask for a raise, seek a promotion, or change fields alto¬
gether?
The most frequent responses to this question fell evenly into two
closely linked categories.

First, nine respondents talked about inter¬

nal barriers indicative of a lack of experience or naivete regarding the
world of work.

Examples in this category included such things as inex¬

perience with skills assessment, job searches, and determining a fair
wage; failure to recognize that job skills are transferable; assuming
the system is fair (and therefore, expecting that opportunities will be
offered to those who earn them); and lack of awareness as to training
opportunities within an organization.
Similarly, nine subjects referred to issues reflecting a sense
that some women have of not being entitled to raises, promotions, and
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the like.

This issue of entitlement took two forms.

Some described it

as being related to women undervaluing their performance and worth.
"They're afraid to ask for more money," said one subject [believing
instead] "'I'm not really worth that much.'"

Others describe both this

kind of depreciation coupled with a political naivete regarding what
one's rights and privileges are in the job, e.g., fringe benefits,
travel expenses, and training opportunities or in other words the re¬
sources that a given woman really is entitled to.

The management

trainer sees it this way:
As far as asking for a promotion or asking for a raise I think two
things get in the way of women.
One is that a woman . . . usually
undervalues her performance. A brilliant performance in one per¬
son's eye to a woman often [it's looked at as] an average perfor¬
mance or an adequate performance. So when it comes to getting a
raise or a promotion anything that is given is so appreciated--. . .
"Wow, you really think I'm worth twenty dollars more a month? Wow,
that's great'." ... a lot of women [feel like that], and it makes
no difference what level they're at, they usually think that they're
not as good as they are. So asking for a promotion--that's [seen
as] crazy.
The other thing is that women normally do not take the
time to understand how salaries are administered in a company and
they assume their boss will do the right thing by them. . . . The
assumption is that there's a magical pot of gold and my manager dips
his or her hand in and there is my coin with my name on it and that
is as specific as their knowledge gets.
Another subject who works with "displaced homemakers" says that
her clients experience "an underlying sense of being undeserving."

This

sense of not being entitled to raises or promotions is again linked to a
certain naivete about how such things are attained.

They believe, "when

you deserve it, someone else will give it to [you], and if you don t
deserve it, they won't give it to you."

Unfortunately this assumption

gets further misconstrued as a judgement of one's competence because
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they think "if they haven't offered it to you then you don't deserve
it."
Being other-orientated was deemed by five subjects to sometimes
prevent women from acting in their best occupational interests.
belief that others

The

needs should take priority once again came up as did

the fear that asking for a transfer would hurt someone's feelings.
one put it, "Women tend to be loyal beyond what makes sense."

As

Others

talked about women's tendency to consider the impact of their decisions
on others--".

.

. women recognize that there are a lot of implications

for a lot of other people besides themselves when they, make a decision
about relocating, or taking on more work, or something like that."
Fear of change and a reluctance to take risks were flagged by four
subjects as real inhibitors to women's occupational growth.

One men¬

tioned the difficulty some women experience being "independent enough to.
relocate, to go where the market is for your skills."
about women's emphasis on personal safety.

Another talked

Because of this emphasis,

major changes are typically perceived as threatening that safety.

This

fear, she points out, is both self-imposed and culturally induced.
Women may prevent themselves from changing fields, seeking additional
training, transferring, or asking for a raise or a promotion because of:
Fear of the unknown--of being attacked.
There's an emotional
attack. We know and understand the threats of physical attack and
assault but to go into a world . . . that she doesn't know of--work,
and competition, and networking and upward mobility . . . that is
threatening . . . and she doesn't know what it's going to feel like,
what she's going to be left with after that happens. . . . [There
are] those "they's" [that] tell you that certain things will happen
if you go out late at night, if you leave and get a job, if you go
to grad school . . . Those "they's"--mothers, fathers, spouses.
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oyfriends, etc. . .
they tell you what might happen if you leave
• * ‘ 1^.you get a J°b ln a great company, if you go after the brass
ring.
There are those "they's" that murmur threats that might
happen, so you're not quite so sure."
One-fifth of the subjects described women as reticent to assert
themselves in the job world out of a fear of perceived negative conse¬
quences to assertiveness.

Women just entering the job market, it was

said, assume they will be rejected before they get their foot in the
door.

For those women who already have a toe-hold in the work world,

the consequence is thought to be nothing short of termination.

A thera¬

pist specializing in women's achievement blocks described it this way:
. . . they fear if they make waves or call attention to themselves
that they'll be fired, they'll be let go, they'll be asking too
much.
They all too frequently feel that they are where they are on
sufferance and the next step--that's the step when they'll get the
axe.
Some women, according to two subjects, hold back on taking proac¬
tive steps due to the expectation or hope that they will either be "dis¬
covered" by an employer or "rescued" by a man.

The latter is rooted in

early sex role conditioning as described by a job resource developer at
a private career development center for women.

For many of her clients

there is the hope that "maybe this will all go away, someone will ask me
to marry them and I can stay home and have enough money to run a house
on so I don't need to work."

For these women there is some resentment

that society did not keep its promise.
shouldn't have to do it.

Reportedly they feel as if "I

I was told I would live happily ever after and

now this'."
Two subjects, both of whom work with older women new to the paid
labor force, spoke of a sense of pessimism stemming from real or
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perceived external impediments.
"displaced homemakers" is ageism.

One such obstacle feared by so-called
A job counseling facilitator working

with this population finds that this fear of being too old to be hired
or promoted is experienced by women who are 35 as well as by those in
their 40s and 50s.

Another subject, a recruiter and advisor to mature

students at a community college, finds that many women
. . . go in with the assumption that there are blocks . . . there is
an enormous amount of publicity about the fact that the wage scales
are different and that it's a man's world.
This language already
sets up a feeling of--"it's not possible or it's going to be so
di fficul t."
Finally, two subjects noted the lack of role-models available to
women, especially in non-traditional

fields.

While two other subjects

attributed the hesitancy to expand occupationally to the perception by
some women that it would simply be "too much of a hassle," meaning it
would involve more work than it is worth.
Items placed in the miscellaneous category were women's low self¬
esteem and fear of competing with men for jobs and promotions.

Question 6
Are there some specific things that women seem to have appre¬
hensions about or a fear of which could be obstacles to them
in their work 1ives ?
The most common response to this question was a fear of failure.
Eleven subjects talked about the various ways this fear is manifest.
couple of subjects believe women's fear of failure to be a consequence
of their own exceedingly high performance standards.
causes women to hold a distorted view of failure.

This in turn

As one put it:

A
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: • : * find [fear of failure] to be so linked with women's tendency
to link success with perfection.
They are seeing success as beinq
perfect, therefore a lot of the successes they have they don't even
identify as successes.
Other subjects either named fear of failure without further elabo¬
ration or talked about it in terms of women being fearful of public
failure and therefore public humiliation.

This is not unusual, points

out one subject, when you consider the excessive pressure and closer
scrutiny faced by many women in visible positions.

She adds, "...

anybody would be afraid of failing if your failure is going to be very
obvious and very public."

Another described women's anxiety about

failure in terms of not wanting to "make a fool of myself," a fear of
"being exposed."
The second and third most frequently cited fears (by six subjects
and five subjects respectively) were variations on women's tendency to
be other-oriented.

Six women talked about women's fear of not being

liked by either supervisors and subordinates at work or of disapproval
from others, e.g., family or society.

"We fear strength, we fear con¬

trol and power," explained one subject, "because with that comes
decision-making and evaluating [someone] as a lousy employee and even¬
tually telling her she has to be fired and maybe she won't be my friend
any more."
The second fear or apprehension which is indicative of an otherorientation had to do with a fear that success will separate women from
others.

Anxiety around achieving centered around fear of isolation at

work, loss of support from other women, or loss of intimacy.

"If they

move up," said one subject, "they fear they'll lose their support system
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and incur jealousness."

Another observed that there is real concern

among heterosexual women, some legitimate, that male mates are likely to
be threatened by a woman who earns more money or is otherwise more suc¬
cessful than he.
Two subjects pointed to a different reason why women might be
apprehensive about success--the fear of having to repeat successful per¬
formances or of not being able to continue functioning at a successful
level.

One subject who conducts seminars for hundreds of women across

the country each year stated that the women she has worked with do not
tend to relate to Matina Horner's (1977) thesis that women fear that
success will detract from their femininity and hence, desirability to
men.

Instead she explains:
What I hear far more often is women's fears that if they are suc¬
cessful-how will they be able to continue to live up to those
expectations? How will they be able to maintain the success? "If I
rise to this level, the only way for me to go after that is down,"
is what they seem to be saying.
Yet another misgiving related to success noted by two subjects

seems rooted in the fear that success or prominence will make women more
visible and consequently more susceptible to scrutiny and judgment.
"They fear being seen," remarked one trainer, "of being out there, of
having to be on their toes."

She adds, "When your competency is on the

line, other people make judgments Jand] women fear others' judgments."
Another observed that women often fear the rumors and assumptions made
about how they achieved success.

(Two additional subjects mentioned

fear of success but offered no further explanation.)
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Related, were issues raised by two subjects suggesting that some
women have a fear of the responsibility and stress associated with suc¬
cess.

Similarly one subject noted a fear some women have of being held

accountable for the outcome of risk taking.

A faculty member and pro¬

gram specialist at a large public university stated that "women do not
have a fear of success, they have a fear of responsibility."

She be¬

lieves that women like to be successful, "but the responsibility issue,
being held accountable for what they're say they can do . . . reinforces
[the notion] that, 'I've got to be damn good at.it if I'm gonna take
this position.'"
Four subjects talked about women being fearful of unknowns.

Un¬

knowns in this case are ventures requiring risks like starting a busi¬
ness or even the workplace itself.

The latter applies more to women who

have little or no experience in the work world.

"It's a strange place

for people to fantasize about," remarked one subject.

Another noted

that such women are often afraid that they won't be able to cope with
all the different types of people or situations on the job.
Connected to this fear of the unknown are the risk-related issues
raised by three subjects, namely--the fear of change, women's issues
around dependency and the need for safety, and the fear that risk taking
will result in a loss of control.

The last item was explained this way:

You know, you get into a certain kind of sphere, however small and
trite, [you] at least know that that's your area and you know what's
going to happen, and you're in control of that, and taking the risk
means that you may not.
I think it's new, untried.
I think it s
1 osing control."
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Miscellaneous items were one, fears connected with having multiple
roles, i.e., how to take care of one's children and work at the same
time; two, a fear of not being considered competent because of ageism;
and three, work-related fears particular to working class women namely,
being punctual, acquiring transportation to the job, and getting a fair
boss.

Question 7
Are you aware of any ways that women may be inadvertently
sabotaging themselves?
Most of the subjects (eight) saw women sabotaging themselves by
virtue of their inexperience or naivete regarding the job world.

One

self sabotage was described as women's attempts to "avoid the office
politics--feeling that they can avoid the battle and still win the war."
Another suggested that women's lack of contacts, which comes from not
engaging in the kind of socializing needed to build allies and create a
network, is self-defeating.

This failure to make helpful contacts,

along with other self-sabotaging attitudes and behaviors such as assum¬
ing that the system is fair, allowing others to take credit for your
work, and "waiting" for recognition instead of "blowing your own horn"
can all be viewed in light of another area of sabotage common to women-namely, not knowing the rules operating in the work place.

As the uni¬

versity program development specialist sees the rules,
They're there, they're operating and whether or not you like them,
knowing them helps you keep in a stronger position to manage what
you have to manage even if it's to manage to get rid of some of the
rules.
If you don't know the rules of the workplace, you don't know
the lay of the land--you will go in there and just bumble the whole
thing.
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ThreG subjects felt that women sabotage themselves when they are
reluctant to risk or are afraid of making changes.

"The fear of change

is a real sabotaging thing," observed one subject, "because it can keep
a woman static when it would be so much healthier to take a step, albeit
a scary step, but to take a step [and] make some changes."

What women

need, asserts another, is to be "not rash but playfully bold."
Women also sabotage themselves by either failing to recognize or
underrating their experience and skills.

Both homemakers and profes¬

sional women were identified by three subjects as falling prey to this
behavior.

This "oh, it was nothing" mentality common to women has the

effect of undermining their credibility both internally and externally.
A couple of subjects said a woman's lack of assertiveness or non¬
action sabotages her.

According to one subject, women can thwart their

chances for occupational growth "by not going after the promotion, by
just dismissing it, by talking ourselves out of it [by] just not taking
action."
Two subjects talked about ways in which women sabotage themselves
in terms of success.

One spoke of women not being able to imagine them¬

selves as being successful.

She suggests to women that whether their

interest is poetry, crafts, or watching soap operas, "You ought to be
able to [imagine] yourself in that setting, and if you can't put your¬
self in it and see yourself as being successful at it, my suggestion is
that you're pulling curtains down on yourself, you're separating your¬
self from the doers of the world."

This inability on some women's part

to imagine themselves as successful was thought by another subject to be
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rooted in sex role socialization.
she said,

"We don't see ourselves as the boss,"

because that's not being female."

Being either naive to or passive regarding sexism and women's
issues was cited by three subjects as yet another way women defeat
themselves.

The belief that sexism only affects other people inadver¬

tently sabotages those women who are not on their guard.

One example of

this was provided by a senior personnel specialist in a large insurance
company.

She pointed out that women continue to defeat themselves with

the erroneous belief that "this is different for us."

This occurs, she

said, despite recent publicity indicating that when co-workers become
emotionally and sexually involved "it's never the man who's asked to
leave."
Related to the last means of self sabotage is the tendency noted
by one subject for some women to try to "go it alone too much" by not
seeking out support or help when it's needed.

Another subject lamented

that, "I honestly don't believe that women realize the .

.

. level of

the damage that they do to each other and consequently to ourselves when
we don't support each other, when we don't work with each other."
Finally, four subjects spoke of behavior that is either conscious¬
ly or unconsciously self-destructive or self-defeating on a physical
level.

One such behavior cited by two subjects is substance abuse.

example of this and other forms of self-sabotaging behavior were re¬
counted by the subject from the community college.

She describes a

"brilliant and intelligent" woman in the publishing field who.

An
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. . . was so good that she was moving right up to the point of
success and then would go and get drunk. Mow someone else would do
it in a different way, but I've seen people do that when they almost
get to the point of making it and then somehow because they feel
unworthy or because they are scared of the challenge. . . . They do
something [like] they stay a day late on their vacation or they yell
at their boss or any number of ways we can sabotage ourselves and
somehow blow the moment of challenge.
Another way it was suggested that women may unintentionally sabo¬
tage themselves is by becoming pregnant and thereby forfeiting or
postponing a job or a career.

A similar diversion was thought to be

"romantic involvement" in order to "take the pressure off of work."
There were several items coded under miscellaneous.

These were:

not delegating responsibility at home or at work; holding oneself
accountable for everyone else; using "burnout" as an excuse to decrease
effort; being afraid to be decisive at work; not following through after
a success or accomplishment; and using children or family obligations as
an excuse to be less achievement-oriented.

Questions 8, 18, 26
[Asked after each of the first three sections]
Thinking over these last few questions are you aware of any
differences among women based on class, or culture, or race?
Do some barriers seem to be more or less problematic for one
class or race or another?
Although subjects raised many issues constituting numerous sub¬
categories, racial, class and cultural differences seemed to fall into
two broad, interrelated categories.

These were:

(1) structural and

societal barriers, and (2) differences related to varying experiences,
expectations, and cultural attributes.
barriers will be described first.

The structural and societal
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Issues raised by ten2 of the subjects had to do with the addition¬
al barriers faced by women from oppressed racial groups and working
class women.

Because of racism in some cases, classism in others, and

in still others a combination of the two. Latino, Native American,
Asian-American, Black and working class women were reported to be
undermined by structural impediments.

Both groups were said to be

burdened by such things as limited access to resources, e.g., money,
information, mentors, networks, and educational and training opportuni¬
ties, as well as to certain privileges that White middle-class women
take for granted.

Examples of the latter include automatic acceptabil¬

ity based on looking more similar to White men; no pressure to represent
all White or middle class people; familiarity with both bureaucracies
and institutions; as well as greater compatibility with corporate norms,
values, and rituals all of which are based on White middle and upper
class cultural mores.
It was also pointed out that oftentimes minority women are ex¬
pected to prove themselves to be more competent than their White coun¬
terparts.

This is especially true in cases where they are preassumed to

be affirmative action candidates which, in the minds of most White
people, translates into the racist assumption that they are less quali¬
fied.

Another subject noted that in their efforts to "over-compensate,"

to be "overly-competent" many minority women allow themselves to be

Presumably unconscious, the responses of two subjects were none¬
theless racist. For this reason they were not considered contributive
and hence, were omitted from the findings.
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exploited by the racist expectation that they handle all committees,
programs, and clientele associated with minority affairs.
Another related category was the stereotyping experienced by
racial minorities.
stereotyping.

Three subjects spoke of the limiting effects of

Asian women, it was pointed out, complain of being

stereotyped as gentle and yielding while Black women are often labeled
as overbearing and aggressive.
Four subjects point to the fact that working class and minority
women, because of oppression, are far less likely to be exposed to
female or male role models (either within the family or in the work
world, who are in powerful or successful positions).

The difference,

according to one high-ranking Black college administrator and workshop
leader, is that
... a lot of White women can see how their husbands did such and
such to get ahead or they have a mechanism to observe a White man as
a mentor. Where Black women, particularly at lower socioeconomic
[levels] don't have the strong husband success figure there to look
at nor do they have contacts with strong successful men . . .
A fifth subject though viewed minority role models from a differ¬
ent perspective.

Based on personal experience she hypothesized that

minority women from families where female role models were observed
fending for themselves financially are apt to be spared a lot of the
debilitating messages related to dependence that White women learn.
All of these structural and societal roadblocks take their toll on
minority and working class women.

It is not surprising then that one-

third of the subjects mentioned that women in these groups tend to see
fewer options and so are generally less confident about their chances of
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succeeding.

The result of this is women from these two groups may have

lower aspirations or may "have more difficulty visualizing themselves as
successful."

In the words of one subject, "the middle-class still has a

sense that something more is possible."
\

In addition to a sense of pessimism (or realism) about one's
future, four subjects commented on the impact that class and race
barriers have on one's self-confidence.

One subject said that in her

experience middle class women are able to project more self-confidence
than lower class women, but in fact share the same inner trepidations.
A White subject saw Black women as being especially good at the "art of
coming across in the way you want to be seen even though you are fully
aware . . . you may be feeling something entirely different."
Whether one group can feign self-confidence more easily than
another does not seem nearly as important as what is going on internal¬
ly.

Observes one subject.
Minority women who have been selected to be at Amherst College carry
double, triple burdens and are accompanied frequently by their own
fears--the tremendous fear about whether or not "I may not be good
enough," good enough in a college like that and good enough as a
Black or Asian woman.
Another significant finding was the differences in work-life ex¬

pectations among women of varying race and class experiences.

White

middle and upper class women, stated five subjects, more often have the
luxury of deciding whether or not to work.

However, out of economic

necessity most minority and low-income White women do not share that
privilege.
option.

Thus for these women being a homemaker is frequently not an

It was pointed out that, Black women in particular are unlikely

to harbor fantasies of being "rescued" by a man from the drudgery of
paid labor or of otherwise being provided for.
interesting observation on this topic.

Another subject made an

She found that working class

women and women from oppressed racial groups, precisely because of their
lack of dependence on men for survival, frequently have more opportunity
to practice decision-making.

In other words, since women in these

groups tend not to be "taken care of" by a man, they have been less
shielded from having to make their own decisions.
Related to this, five subjects talked about some of the experi¬
ences and characteristics that set Black women apart from other women.
One subject talked about Black women as being "raised . . . and expected
to be, and feel more comfortable being more assertive in getting their
needs met."

In contrast, four subjects referred to Hispanic women's,

Asian women's, and middle-class White women's upbringing as inhibiting
assertive behavior.

Said one subject.

White women have been raised to come across as weak and demure.
Black women tell me that that is not their experience--they were
raised to be strong. They were not encouraged to depend on a man
for their security.
Her last point is an important one and is elaborated on by another
subject who said,
I don't think we got the negative signals as strongly as White women
did because if our mothers were there they were saying—"you don't
know when that man ain't gonna be around no longer so you make sure^
you got enough behind you to feed the kids and to support yourself.
So we got a different message that you've got to get out there and
make it on your own because nobody is going to help you. You guys
g0t--"you've got to marry well, you've got to marry a lawyer." When
[Black people] weren't even thinking about that, we just had to get
out there and do.
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Dilemmas around traditional roles and values still remain a stum¬
bling block for some women more than others.

Our representative from

the technical training program observes that Hispanic women, due in part
to their

cultural-religious role as women," have a tremendous amount of

difficulty with the notion of non-traditional work for women.

Black

women, on the other hand, "seem quite willing to challenge the stereo¬
types and will say—'I'm going to get mine."'

Even so, noted one Black

subject, "there are relatively few Black feminists."
Along this same vein, two subjects talked about the tension cre¬
ated between Black women and Black men when Black women do "go out to
get theirs."

Both spoke of a sense of responsibility and pressure to

support rather than compete with Black men for scarce jobs.

This dilem¬

ma was explained by one subject who, in her work, found Black women
"wanting to be supportive to the male figure and knowing at the same
time that for the sake of their own survival, sometimes for the sake of
their own well-being they have to go out and [get technical training
toward a job]."
Also related to this discussion is the topic of risk taking.

Ten

subjects perceived there to be race and class differences in this do¬
main.

It was believed by two subjects that "the higher up the class,

the easier it might be not to . . . take risks, not to have to.

But

for those who choose to take risks it is often easier because, says
another, "Money paves the way . . . they can afford to take that risk
and jump off the ladder, other women can't so easily."
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One White subject saw lower class working women of all cultures
and minority women in general as being in a paradoxical situation rela¬
tive to risks.

Since they often support themselves and sometimes their

families, she explained, they cannot afford not to take risks.

By the

same token.
If you do take risks and they fail then you've lost your security
and your ability to survive in a racist and sexist environment. But
if you don't take risks, then you're stuck in dead end places where
you're not even going to make enough money to survive anyways. It's
a constant push and pull.
Risk-taking, suggested a high ranking Asian-American college ad¬
ministrator and trainer, may be in fact "more problematic for women who
have been at least somewhat protected."

She explains that, "women who

have been less protected either by their race or class have had to do
more of that, so it's like second nature."

Working class women were

considered by one Black career counselor, to be less "safety-oriented
[than] her middle-class counterpart."

Another felt that minorities in

general take bigger risks because they oftentimes feel that they have
"nothing to lose" by doing so.
One minority subject said she saw minority women in the profes¬
sional ranks as often having more of a "fighting spirit

because their

experience with racism has taught them to be survivors.

Another minor¬

ity subject, while not disagreeing, did feel that even though Black
women do take risks they often take ones that are politically nonastute.

She says that "the risks that they do take are stupid risks on

minor issues—a Black woman will fight tooth and nail over bullshit
things that are just not important . . . [so] they're taking a risk but
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this risk is not worth taking."

Admitting that she was not sure why

this might be, she hypothesized that perhaps, "Black people who work in
corporations have a very high need to differentiate themselves, to be
unique, and for that reason . . . choose all these irrelevant issues to
fight over."
For those women who have strong racial or class identities it
often is more difficult to work in some settings.

This is particularly

true, said three subjects when it comes to trying to interpret whether
constructive criticism from White co-workers or supervisors is racially
motivated or is, in fact, intended to be helpful.

Clearly not construc¬

tive was the feedback given to a young woman whose supervisor reportedly
said to her, "You're my kind of Black woman."

As her counselor ex¬

plained, "She didn't have the faintest idea what to do with that."
Finally, two subjects mentioned a greater degree of emotional
honesty as attributes of minority and working class women.

As described

by one,
I think often either working class women, or I often see Third World
women, in general, as more emotionally honest, more willing to bare
their feelings or speak from their feelings and not necessarily
intellectualize. So that there is this gut level honesty that is
sometimes seen as crude but to me it's just not the veneer of
"properness." They're not so distant from their emotions.
There were a number of issues raised by individual subjects that
did not seem to fit into the existing categories.

These were:

working

class women's alienation from their family as a result of class jumping;
the greater familiarity with goal setting that working class women have
due to the likelihood of their having more hands-on experience in the
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work world; the confrontative and interpersonal problem-solving style of
working class women compared to White middle class women who were said
to be more "cerebral and system-oriented," tending to seek out alliances
rather than to approach problems as individuals; the concern of minority
women that relocating for a job may result in isolation from other
minorities; the difficulty experienced by many Black women responding to
compliments from non-Black colleagues regarding their work; the group
versus individual orientation to success of Asian and Black culture
whereby success is not measured by individual achievement for its own
sake but rather by how much the entire group benefits from one's ef¬
forts .

(2) Female-Male Comparison Questions
Question 9
Do you find that women as a group are likely to experience
more internal barriers than men?
The overwhelming majority said that women as a group are likely to
experience more psychological barriers to occupational achievement than
men.

Reasons given fell into two categories.

Six subjects believed

that women have more internal obstacles for reasons such as the minority
and deviant status of women in a male defined world of work, their
relative inexperience in that world, and the lack of support afforded
women therein.

In contrast, five subjects thought that differences in

male-female socialization explained why men were more likely to be
spared some of the inner anxieties.

Since men are expected to work.
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their formal and informal training as boys not only provides them with
many of the lessons and skills required in the workplace but also pre¬
pares them psychologically to assume their place as wage earners.

Two

additional subjects agreed that women experienced more internal barriers
but did not elaborate.
In contrast, three subjects felt that women and men share roughly
equal amounts of internal barriers.

Of the three, one suggested that

men might even have more "because so much more is expected of them and
they're frequently ill-equipped to handle intra-psychic pressure."
Others felt that men experience as many psychological barriers as women
but either do not admit it or talk themselves out of it.

Explained one

subject.
. . . women [either] feel those barriers and do nothing about them
or they think that those barriers are legitimate, that [it is] okay
for me to feel this way. The difference in men is that they feel
those things [like being] afraid of being found out [that they are
not] competent, but in their minds say--"this is crazy . . . you
should not feel that way, that is not logical, that is not right,
and you should do something about it." Or they don't do anything
about it and they at least know that what they're feeling is stupid.
While women, on the other hand, when they feel these barriers, they
feel that [it's] not stupid, [it's] the way life should be.

Question 10
Do you find women tend to have less self-confidence than most
men in relation to work?
The respondents were unanimous in their belief that when it comes
to work women tend to have less self-confidence than men.
responded that women's self-confidence was situational.

Four subjects
Women were

believed to feel confident for example, in traditionally female jobs, in
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relationship contexts, and in their ability to nurture.

It is, however,

in non-traditional spheres that women's self-confidence was observed to
diminish.
Socialization, according to three subjects, accounts for why women
tend to experience less self-confidence in relation to work.

Said one,

"men have been conditioned to at least affect self-confidence."

Another

subject agreed that little boys get more coaching in how to mask ner¬
vousness.

"{At parties] young teenage girls," she said, "are nervous as

heck and they look it, but boys are just as nervous but they're out
there like--'hey, I can tap dance for you if you want."'

The same was

said to hold true in work settings--"men have to be just as frightened
and apprehensive about going to an interview and getting the job as
women are, but women just project it more."

Thus, according to these

subjects occupational self-confidence is something males acquire early
in life.
Related, are the responses of three other subjects who suggest
that women's lesser self-confidence in work realms is a function of
their relative lack of experience in those spheres.

For one thing, it

was noted, women do not often have the years of experience in which to
learn from their mistakes and thereby amass self-confidence.

Under¬

standably, women in non-traditional jobs were said to have it tougher
and so often require many more assurances from others that they are
performing adequately.
Finally, two subjects suggested that women's self-confidence was
linked to the lack of support as well as a sense of precariousness women
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experience in the male work world.

As one subject explained, because

women are often placed in the position of having to prove themselves,
they may not take self-confident risks because they feel "it's best to
stay in safe territory."
Question 11
Are there some ways that women can learn to increase their
self-confidence?
Dialoguing, networking, and getting support from other women was
the suggestion made most often (five subjects).

The main objective,

said the faculty member, is for women to talk with one another in order
to realize that they are not alone.

It was considered particularly

helpful too, for women to form connections with women working in the
same occupational arena.
Four subjects suggested that self-confidence can best be bolstered
by risk taking.

"Your self confidence increases when you see yourself

doing things that you don't think that you can," said one.

More speci¬

fically, it was suggested, women should partake in activities like
"Outward Bound" which are designed to facilitate risk taking in the
wilderness and thereby, boost self-confidence.
Another method for women to increase their self confidence is to
actually learn and practice skills and competencies needed in the work¬
place.

Some of the skill areas suggested by four subjects were negotia¬

tion, assertiveness, confrontation, and interview skills as well as
actual skills assessment, and learning about the norms, values and
expectations of the work world.
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Finally, three subjects recommended that women learn to consider
options, to set goals, and to visualize themselves acting confidently.
Pushing people to see options when all they can see are the roadblocks,
it was said, helps them "raise the question of why not?"

Said another,

"goalsetting can really be a key because if they can set goals and then
achieve those goals then they will have something to look back on and
something to feel good about."

Lastly, it was suggested that women

"imagine themselves confidently and clearly stating their qualifications
or standing up for themselves against a contentious family member."
Miscellaneous recommendations cited by single subjects were for
women to:

engage in "insight-awareness education" to change attitudes;

seek validation from within instead of from others (especially men);
compare one's work with that of others so as to readjust potentially
exaggerated performance standards; and understand that failures are to
be learned from and do not signal the proverbial end of the world.

Question 12
When it comes to making work-life choices such as decisions
about entering the job market for the first time, re-entering
the job market, changing jobs or fields, or relocating for a
job--do you find that women tend to have more difficulty than
men in making such choices? Why or why not?
Subjects all agreed that women do have more difficulty making
work-life choices, however explanations for the difficulty varied.

A

majority (eight) talked about women's tendency to either consider the
impact of their decisions on other people's liyes or on their own lives
yet still in relationship to others.

For some women this may mean
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experiencing a keen sense of responsibility for and obligation to family
members, i.e., children, parents, spouse.

This sense of obligation fre¬

quently extends beyond the family to the workplace itself.

Charac¬

teristic of women, said one, is
. . . dedication to the point of denial of self needs. [Women] tend
to be very loyal to the point that they have difficulty leaving a
job to advance themselves because they feel that they need to stay.
It's like needing to stay with the family, you don't leave a situa¬
tion where you are needed and in a work situation you can always
find a situation where you're needed--or you hallucinate you're
needed.
For women who do not have family or children to consider or who
are not yet committed to an employer there may still be a reluctance to
make occupational moves because they do not want to sever their rela¬
tionships with others.

One college career-counselor, for example, found

that young women graduating from college are often hesitant to move on
because they say, "I can't leave my friends."
A lack of experience and practice with career planning and with
decision-making in general was targeted by four subjects as the source
of women's difficulty in making work-life choices.

Part of the problem

was said to lie with women simply not being schooled in the actual pro¬
cedures of planning a career or in their "being a little rusty."

On a

more profound level however, is the fact that "because women are not
socialized to be aware of the same kinds of options that men are there
is simply this gap in education and training, and exposure, and sociali¬
zation, and the opportunity to practice or to think about themselves as
viable people within the world of work."

Even if women come to see

themselves as capable members of the working community their
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socialization may still impair them.

In her experience with women re¬

entering or entering the job market for the first time, one subject
finds that her clients typically suffer from a lack of confidence in
their own decision-making abilities.

She observed.

They really are terrorized by having to make those kinds of deci¬
sions. I think it's just something we all grow up with. We often
get these really subtle messages that we can't make decisions by
ourselves, that we need a man to do that, or that we're not strong
enough as women.
■

Related to this is the very real lack of role models available to

women.

Three subjects raised this issue.

Whether it is learning from

I

other women what to expect from commuter marriages or what it is like
for women in a particular job setting, the process of making work/life
choices could be greatly facilitated were women to have female role
models to learn from.
Three subjects thought that one reason why work-life choices for
women might be difficult is that some women have a fear of change or of
the unknown.

The former was reported to be particularly difficult for

older women who are more apt to experience "a future shock type of thing
[because] there are proportionally more and more changes as time goes on
and . . . they didn't have to accommodate to as many kinds of changes
when they were younger."

Another subject stated she can always tell

when a woman in the corporation is getting ready to change jobs because
her anxiety level is noticeably increased.

The reason, she said, is

that "women find it more difficult jumping into unknowns than men, and a
new job is an unknown."
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Lastly, two subjects saw women's difficulty making work-life
choices as linked to a reluctance to take risks.

And as one observed,

"women as a group have a tendency to be less willing to take risks and
changes mean risks."
Miscellaneous issues were as follows:

not only are women less

likely to seek opportunities to change jobs and fields as often as men
do but the reality is there simply are fewer opportunities available for
women to do so; women must be more cognizant of issues of personal
safety when considering areas in which to relocate; women often lack the
contacts and networks helpful in making work-life choices; and women do
not always have the support of other women which compounds the decision
making process.

Question 13
Are there some ways that you can recommend for women to begin
to make this [work-life] decision-making process less difficul t?
The process of making work-life choices easier for women, accord¬
ing to four respondents, can best be facilitated by their seeking out
information and support and forming networks with other women.

The

director of a career self-help center for women tells women to:
Involve someone you trust. While you're making that decision, set
it up so that after you make the decision there will be a nurturing
setting you can turn to. .. . Make the decision, then run to that
warm, nurtured situation. Then, a little less and a little less and
one day it'll be much easier to make a decision independently. But
use people . . . not exploit people, but use people for warmth and
support.
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Three subjects suggested women need to do such things as learn to
identify less with their work, keep things more in perspective, gain a
level of objectivity, and take work less seriously.

"An attitude of

playfulness about work can be helpful in going through crisis and ad¬
justments about work," said the program counselor at the women's tech¬
nical training center.

She also pointed out that women often have

difficulty separating themselves from their work and instead need to
realize that they "are not what Ithey] do."

In her experience, female

students will
. . . get a . . . good to excellent [performance] review and not
believe it. They're so closely identified with themselves in the
work experience and their own judgment of their performance, which
is always going to come up lacking because [they believe] they're
never good enough, [and so] the process of negotiating a change or
moving upward or moving on is a very painful process because you're
never feeling you're deserving it. . . . And so any kind of effort
to help women distance and to gain some objectivity ... is help¬
ful.
Three subjects thought the way for women to expand their decision
making capabilities was to do such things as set goals, take risks, and
try new things.

The job counseling facilitator for the displaced home¬

maker service seemed to take a more cautious approach by introducing her
clients to the benefits of life planning and goal setting.

"The very

largest and most overwhelming goals," she pointed out, "are nothing more
than a series of steps and . . . you take the steps one at a time.1

On

the other hand, the consultant and trainer specializing in fiscal man¬
agement and negotiation skills for women thinks that sometimes too much
contemplation is counter-productive.

"Sometimes," she advises,

we need
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to say 'I'm afraid, but it's best for me in the long run [so] I'm gonna
do it'--and just jump out there."
Several responses from four subjects did not seem to fit into the
above categories and so were considered miscellaneous items.
suggestions that women:

These were

examine their value base before making deci¬

sions; practice problem solving and examine their decision-making style;
think positively; invest energy into themselves rather than others; and
explore possible fears about rejection which may be undermining effec¬
tive decision making.

Question 14
Do you find that women, more so than men, have a tendency to
over-personalize the constructive criticism they may receive
about job performance?
The majority of the subjects (ten) found women generally do over¬
personalize constructive criticism about their job performance.
was, however, some disagreement.

There

One respondent said she simply did not

know (but thought women may misread what is being said to them), another
found no distinct pattern, and two indicated that neither women nor men
personalize constructive criticism more than the other but that men may
indeed be less inclined to publicly react to it.
support, and the lack of it, is a factor.

Another added that

"They may both overpersonal¬

ize," she said, the key difference being
... he can go home to his partner, his family, his mentor, who¬
ever, and they'll say, "look John, forget it." Whereas the woman
will maybe not have that support, that family, that mentor, that
educational peer group who'll say "forget it."
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Five subjects considered overpersonalization of feedback as a
function of women's limited experience in the work world.

Typical

responses in this category suggested that women might not always under¬
stand the purpose of feedback as information needed to improve and de¬
velop one's skills.

Criticism, no matter how constructive, may be seen

not as a useful evaluation of one's skills and potential but as criti¬
cism for its own sake.

Two subjects believed that it is sex role

socialization practices and especially early exposure to the constant
performance evaluation one undergoes when playing team sports that
accounts for differing female-male orientations to feedback.

The

director of the professional development institute said that:
Early life experiences make a lot of difference. Little boys who
are raised playing a lot of team sports are exposed to a coach who
is constantly pointing out their mistakes to them. What they learn
is that everyone gets their mistakes pointed out to them and having
your mistakes pointed out is a vehicle toward greater competency.
There was a young woman in one of my seminars who said she was of
the recent generation of females who did grow up playing a lot of
team sports. She said she remembers vividly having been criticized
by a coach and leaning against the gym wall feeling she had a
choice. She chose to get out there.
Along these lines were the responses of four subjects who said the
reason men do not personalize constructive criticism as much is that
they have learned to handle it differently than women.

In one subject's

experience:
What a man will do often is he'll [say], "Yes, I understand, next
time I'll do better," and then he goes out and has a few stiff
drinks at lunch. And I think women have to start looking for new
outlets rather than crying or pouting or stomping their feet up and
down the corridor to learn how to take negative or constructive
cri tici sm.
Another said:
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. • • men do different things with cri ti ci sm--tend to brush it off
or invalidate the giver, whereas women just internalize it and feel
bad and don't take it in the spirit in which it was intended, but
[rather] tend to think that the person doesn't like them or something.
Overpersonalization was linked by two subjects to the nurturing
role of women.

Both thought because women are socialized to be attuned

to and feel accountable for others' needs that everything becomes per¬
sonalized.

Also, said one, "learning how to nurture leads to saying

things nicely so we expect and want that caring in return."
Finally, two subjects perceived a tendency in women to equate cri¬
tical feedback with some fundamental flaw in themselves.

According to

one subject the pervasive feeling among women is--"if you object to my
performance, there must be something wrong with me."

And in her experi¬

ence with women at both the technical training school and other work
settings, our program counselor frequently finds:
. . .all the positive feedback in the world can be wiped out by one
criticism and that criticism causes tremendous suffering ... and
adds to a sense of incompetence. It's taken very personally so that
it's not what you did, it's you.

Question 16
How can women learn to keep constructive criticism more in
perspective?
Of the subjects who believed women did tend to overpersonalize
constructive criticism eight recommended that it could best be kept in
perspective by learning skills associated with more effectively inter¬
preting and responding to feedback.

More specifically, it was suggested

that women might begin by identifying their typical response pattern and
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then learning to both assess the accuracy of the feedback and to dismiss
any feedback which is deemed inappropriate.

Other advice included

practicing giving and getting feedback and, when the real thing happens,
to seek clarity by asking the source of the feedback for specific exam¬
ples of the behavior being criticized.

In order to more effectively

respond to negative feedback it was also thought that some women may
benefit from assertiveness training.
also deemed important.

How these skills are taught was

In other words, education should "teach or

present [these] skills as skills, present them as information, present
them as something that you do as opposed to something that you are.11
Secondly, according to four respondents, women should seek out the
support, validation and mentoring of others in the face of potentially
demoralizing feedback.

Whether it is a formal support group or simply

someone whose opinion is valued, support for women was considered a
necessity.
Advice to women in the miscellaneous category is as follows:
women should realize that always being nurturing or "nice" will not
necessarily get the desired results and may indeed do them a disservice;
women need to realize that they are not responsible for everyone's feel¬
ings; women must learn to separate criticism from their self-worth as a
person; women should engage in consciousness raising in order to better
determine whether feedback is motivated by sexism; and women should work
toward increasing their self-esteem.
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Question 16
Compared to most men, do you find women tend to be more reluc¬
tant to take risks?
All of the respondents considered women to be more reluctant than
men to take risks, although six qualified their answers by considering
that to be the case only for ventures pertaining to the work world.
These six insisted that women's risk taking tends to be more pronounced
in the interpersonal or relationship context where they "take all sorts
of risks emotionally all the time--death defying leaps, plunges, and
falls and take fewer risks professionally."

Points out another, getting

pregnant, giving birth, and remaining home to raise a child are all
risks women routinely take.

Or as one subject so aptly put it, "how

risky is it to depend on another person to take care of you all your
adult life--to put all your eggs in one basket; that's pretty damned
risky if you ask me.". Related to this interpersonal or other-orienta¬
tion to risks is a point raised by a seventh subject who said that women
may be more reticent to take chances occupationally knowing that "some¬
one else might be hurt because they take a risk, someone else's life
might be affected."
Much of women's hesitancy to take risks was thought to be a func¬
tion of social conditioning and cultural values.

Ten subjects brought

up differences both in how female and male risk taking behavior is re¬
sponded to in the culture and how each comes to view it.

For one

thing, males are encouraged and expected to take risks.

It goes way

back to childhood," said one, "when little boys are much freer to go out
and take the world by the tail and explore . . . they learn in the
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beginning to see life as a challenge."

Risk taking itself has come to

be viewed as a masculine trait, noted another.
By the same token there are few rewards for women who take risks
in the public sector, in part because "men weren't comfortable with
women taking risks."

Consequently, it was brought up, women "imagine

punishment" for taking risks.

For some, it was said, that might mean

disapproval from both men and women.

Another believed that the punish¬

ment some women anticipate is nothing short of rejection or, in her
words, "risk implies abandonment."
Of the ten, two subjects also pointed out that risk taking is also
made significantly easier when one has strong support systems at work,
at home, and within the larger culture--luxuries much more often af¬
forded men than women.

Those risks that women do take in traditionally

female roles are usually devalued.

According to one subject,

I think we're more reluctant to take risks that our society under¬
stands but ... we take very strenuous risks every day [pregnancy, •
birthing]. But they are not the risks that have yet been validated,
and that's the only difference.
Other reasons why women's risk taking behavior extends less fre¬
quently into occupational arenas may be connected to the emphasis women
are apt to place on safety and security.

"Playing it safe," a tendency

to not "leap into a void," or risk losing what is known and familiar
were themes raised by four subjects.

According to one, there are "good

objective reasons" for women's safety-first orientation.

She points out

that women, particularly those in non-traditional fields, often feel
more precarious, less secure in the work world--"[they] feel like

•
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they're lucky to have the job they've got, and they're not going to do
anything to jeopardize the security of keeping that job."
Safety and security are understandably important to women since
they are especially vulnerable members of society who, as a group, are
faced with very real threats to their physical safety.

Unfortunately

this reality is compounded by culturally induced feelings of dependency
on the part of most women.
to risk taking.

Two respondents raised dependency as a block

Remarked one subject, there is often

... a basic sense of not being able to take care of [oneself]. If
women expect to be rescued and are conditioned to be rescued and to
learn helplessness then if they take a risk and the venture fails
then I think there is often a fear that they would not be able to
pick up the pieces of their lives and put them back together and go
on without depending on someone. And I'm not saying just turning to
someone for support, but that they just wouldn't be able to manage
it, wouldn't .be able to handle the feelings if they failed.
Risking failure, noted three subjects, is made infinitely more
difficult for the woman who lacks self-confidence or has perhaps a low
self-esteem.

"I think you have to feel pretty good about yourself to

take risks," said the job counseling facilitator.

She added, "if a lack

of self-esteem is there it's real hard to take a risk, real hard to take
a chance on yourself if you don't feel good about who you are and what
you're doing."

Part of the fear for women, said one subject, is "the

fear of making the wrong decision, of going down the wrong road," which
she attributes to women "not believing in themselves enough."
Women also take occupational risks less frequently, claimed three
subjects, simply because as a whole they have less work world experi¬
ence.

Consequently, they may not do such helpful things as break down
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the risk into manageable steps, sort out the available options, or seek
out the information and support needed to minimize the chances of
fai1ure.
Four subjects talked about some performance related tendencies
which may inhibit women's risk taking behavior.

According to two re¬

spondents, before taking a risk like applying for a new job, some women
have a need to be thoroughly competent, or knowledgeable, or in a word
"experts" in a given job area.

This seems to connect with a tendency

described by two others for women to overpersonalize the risk taking
process.

How most women tend to see it, said one, is that

The risk taking is me, woman, risking all of who I am in this ven¬
ture. If the venture fails, I am a failure.
[So] not being able to
look at it as a game or a strategy.
Question 17
How can women learn to become better risk takers?
The most popular means of improving women's risk taking behavior
suggested was for women to get and give support, encouragement, advice,
and information to each other.

Seven subjects identified this kind of

dialoguing in concert with learning from role models who are risk takers
and making and using contacts.

As simple as this sounds, however, it

was noted that some women shun support because "we women have a belief
that if we don't do it all by ourselves it doesn't count--and that's not
true."
Another tactic recommended by five respondents was "gently pushing
your boundaries a little more every time."

Or suggested another, "start

with the least risky public behavior" and expand from there.

Only by
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actually practicing occupational risk taking will women become more comfortable and adept at it.
Four subjects believed that another first step for women is to
identify those risks they have taken, both in the public and private
realms, so as to name and value them as ri sks.
development director,

According to the student

risk taking is not new to women in a general

sense, but it is new in a situational sense."

It is the risks women

take with others, said another, that they are least likely to define as
risks:
. . . women tend to risk emotionally, are more likely to allow feel¬
ings of vulnerability, to allow feelings of love and express them.
[They need] to look at and value the risks they've taken in their
lives so far and to have it pointed out that that was a risk, and
they did survive, and to build on that experience and gain strength
from it and go on.
Before women can truly be risk takers, said five subjects, they
need to learn to keep risk-taking in perspective.

This means being at

once more willing to make mistakes, to be wrong, or to fail but also
learning to distance themselves more from failure.
trainer suggested that women "just go for it."

The management

She adds, "if it fails,

it fails not because they were a bad person or it's not because of some¬
thing bad that they are, there are just times that other people are
better than you are, and sometimes things just don't pan out, and that's
okay."

"What will help with this process," said another, "is for women

to recognize that they have a right to make a mistake."

This requires

women to become cognizant of the fact that risking and failing are
normal, or as one subject put it, "it's part of the game."

According to

the job resource developer we undermine ourselves when we "look at a
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woman who takes a risk as having "hutzpa" or as the exception [instead
of] as more normal, more natural."
It was proposed by three subjects that women learn to analyze and
emphasize the potential benefits of a prospective risk.

"Women need to

spend more time remembering where the pay-offs are rather than getting
bogged down in what the costs are," said one subject.

She explains, "It

makes sense that this would be true for women who, have not been re¬
warded for risk taking behavior [but for] keeping put [and] staying in
one place."

The job counseling facilitator serving "displaced home¬

makers" finds a lot of her clients have difficulty looking ahead at the
projected long-range benefits of risks.

Her task then is "to persuade

someone that even though it may be very difficult to go back to school
for a year or two, or more ... to look at what that would bring, and
. . . wouldn't that be nice to be going where you want to go, rather
than be stuck where you are."
Sometimes circumstances force women to be engaged in risk taking,
which is why, according to one subject, women who are currently secure
should be practicing taking risks now since situations can change.

It

was suggested then by two subjects that women learn to view change as
potential opportunity rather than as an imminent threat.

"Any kind of

critical change like being widowed or divorced after twenty years or
losing a leg or a job is difficult," admitted the advisor to mature
students, but she believes women must "somehow be helped to see that as
an opportunity ... to see another way of using that experience."
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Lastly, two subjects advocated that knowing oneself, assessing
one s needs, values, and fears will help facilitate decisions to take
risks.

It is helpful for a woman to sit down and say to herself,

Why am I not applying for that job . . . is it because I'm afraid
I m^going to fail? Or, are there some logical reasons why this
isn't the time or the place to do this, or am I just scared?
Only one miscellaneous recommendation did not appear to fit the
other categories.

The suggestion was that women increase their capacity

to take risks occupationally by being more visible and making their
accomplishments known.

(3) Performance-Related Questions
Question 19
Do you find that women's perception or definition of success
or achievement tends to be different from the standard male
version?
It was believed by six subjects that women tend to view success
less in material terms and more in relation to self and others.

The

difference, according to the fiscal management trainer, is "men view
success as wearing a three-piece suit and making $35,000 a year; a
woman's success quotient is that people like me, that they rely on my
opinion, that they accept me in the organization."

The corporate man¬

agement trainer sees the difference similarly:
I think women look at success as being in a job where I do well,
that I am competent at, but that allows me to have a decent home
life. . . . While I see men's success as meaning promotion, which
means money, more travel expenses, et cetera. Very few men I know
see success as the combination of both a competent job and a decent
home life.
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One subject found women's definition of success to be wider in
range, less individualistic and more in relation to others.

While "men

are geared into success and achievement," she said, "... I think women
can feel achievement and success at a conversation with someone, having
a good relationship with their family, having done a good job on a pro¬
ject."

The same subject talked about her experience working with women

in an academic setting.

When asked to list their achievements she finds

"Women consistently balk at the word achievement . . . [because] they
can't identify with what I see as more of a male word."

Achievement, as

some women understand it, "means you have to do something to someone
else in order to get there, it's overly competitive, not inclusive, it's
a loaded word."
What stands out in all of these examples is the tendency for women
to prioritize being successful relative to others over financial gain.
The therapist traces this orientation to the cultural conditioning of
women.

"Women," she points out, "look for internal rewards and rela¬

tionship rewards . . . [asking themselves] ... how happy are the other
people around [me]?

How well am I doing in relationships?"

Thus, being successful for many women means contributing to rather
than taking from life.

It was said, "women . . . have an unselfish

orientation to life, they want to be useful, to help other people.

It

is for this reason that a seventh subject talked about some women s fear
that success, in the traditional male sense of power and status, will
not only result in ostracism from men who are resentful of women moving
into their ranks but will also separate them from the very people they
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seek to help, via their success--namely, other women.

The high ranking

university official who also trains women in fiscal management shared
her own experience:
Speaking from someone who is kinda high up, on the totem pole, it's
lonely, it's very lonely. People tend to distrust you a lot because
they don't know why you're being friendly with them. If you have a
genuine motive or genuine need to help other women or other minori¬
ties get ahead, they also are suspicious as to why you're helping
them.
Defining success and achievement in interpersonal terms does not
however, apply to all women.

A third of the subjects thought that women

and men share a perception of success that includes the "traditional"
rudiments of money, power and status.
by her own conclusion.

She said:

still in material limits."

At least one subject was troubled

"I suspect that women define success

She went on to say:

In my connections with women I've tried to get them to look at the
human connections. I did a workshop where this woman was saying she
was just a mother, just a this or that . . . come to find out this
woman was the psychological pivot at her workplace. She was, in
other words, a tremendous success as a human being and she needed to
see that . . . she was enormously appreciated. But she hadn't given
herself credit for that because she was looking at her work too
narrowly.
Still other subjects (three) found women to define success in
terms of their ability to fulfill the traditional female roles of wife,
mother, and homemaker.

Remarked one, "for a lot of women success is

raising kids and a family, staying in the home, and not working out¬
side."

To these women, noted another, professional or working women

would be seen as unsuccessful.

She was also quick to point out that

standards for success are no less rigorous for such women, they are just

no
in different arenas.
says,

"So being the best mother or best wife ..." she

may be just as important as a man being the best breadwinner."
Two subjects found women to experience themselves as successful

with smaller accomplishments than men would.

In other words, women are

more inclined to consider themselves successful at assistant and associ¬
ate capacities.

Said one, "women are very pleased and feel that 'I'm at

the top of the heap,' . . . whereas men generally [with exceptions!
expect to run the company, to be the president, to be the VP, to be in
charge of the project . . ."

On the other hand, remarked one, there are

also women who, when it comes to their own achievements, only consider
grandiose accomplishments to be authentic successes.

It was observed

that women are more perfectionist, meaning they have high standards for
their own successes yet when comparing themselves to others, are apt to
consider those who have actually achieved less than they to be more of a
success.

Question 20
When women do succeed or accomplish something do you find they
tend to assume too 1ittle personal responsibility or ownership
for their achievements?
All of the respondents agreed that women, as a group, are inclined
to not take enough personal ownership for their achievements.

What they

tend to do instead, said nine subjects, is attribute their accomplish¬
ments to some source external to themselves such as luck, timing, and
the efforts or oversights of others.
commonly heard by some subjects:

Here is a sampling of statements

m
[there are women] that attribute good things to good luck, or to the
organization having made a mistake in recognizing my strengths.
• once 1 9°t there I got a lot of support; these people worked
with me; I feel I got assistance here.
Oh, if it wasn't for my secretary, or if it wasn't for my adminis¬
trative assistant, or . . . this was a team approach, [or] the com¬
mittee did such and such.
Oh, it was really my husband, or it was just luck, it just happened
that way, I didn't do anything to make that happen.
. . . through a series of events I became the director.
It was either the group, or the time, or the stars were right or
something but only a little piece of it was me.
In addition, the success attribution pattern for women and men was
said to be in sharp contrast.

The difference, according to the senior

personnel specialist working in the insurance industry, is
. . . when women succeed at something we usually will say, "I was
lucky, it just happened," or "if it wasn't for everybody else."
. . . the difference here with men is when they succeed at something
they say, "oh, I told you I could do it all the time ... it was a
cinch ... if anybody helped me I didn't even realize it." [Women]
are always so willing to include everybody and not forget anyone and
[we] say it really wasn't our brilliance. With men, that's the only
way they describe it.
Seven subjects talked about both the relationship between women
owning their accomplishments internally but not demonstrating that
publicly and socialized expectations for females to be modest.

"Part of

it," said one, "is sort of this--how you should present yourself [dilem¬
ma]."

She explained, "even if I know or feel strongly in my heart that

I did this, I may not say so external 1y—I may say, 'oh, it was noth¬
ing,' but internally I know that's not true."

The therapist claimed the

reason to be that, "they're taught not to [own their accomplishments]
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it's not womanly, it's not modest, appropriate female behavior ... in
[middle to upper] class levels you might get some support for achieve¬
ment and yet . . . it's still supposed to be primarily modestly refl ected."
Two respondents proposed some other reasons why women might not
publicly extol their successes.

The director of the woman's career

self-help service believed that by being modest women are really at¬
tempting to protect themselves against criticism or non-support.

From

her own personal experience, another shared:
I know that I [assume too little ownership for accomplishments], but
I really don't think that I wasn't responsible for it. I think I've
just learned to downplay myself, and I'm not really used to bragging
... it would separate me out from people too much to really take
myself seriously [and] doing that well and being responsible for
doing that well. ... I don't want somebody to think that I'm too
full of myself, have too big of an ego, can't be related to or am
not "with the people" somehow. ... I [also used to be] really
afraid that they'd expect me to [be successful] again.
The consequences for women's modesty, regardless of the reasons
for it, is to obscure their true value to their employer and others.
"They wait for someone to promote them, somebody to sell them," bemoaned
one, the result being stagnation in positions below their potential.
The solution, according to another, "is to help women make noises about
what they're doing."
Lastly, three subjects spoke of women's use of disclaimers to dis¬
tance themselves from their accomplishments.

The kinds of disclaimers

subjects reported hearing are "I like to think I'm good at . . .,
"anybody could've done it," "it was nothing,"
important," "it doesn't matter very much."

it s not really very

The therapist insists that
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such comments are not indicative of false modesty but that women's own
achievements "frequently . . . don't register very well."

Being able to

"realistically assess achievement and claim it," she said, is a major
issue for her clients.

More disturbing is her belief that "underlying

it is that sense of--if I did it, it can't mean much."
Coded under miscellaneous was the response of the only subject
who, while agreeing that most women do not accept personal responsibil¬
ity for achievements, did quality her response in citing an exception.
In her experience as a consultant in the business world, she finds that
those women who do not recognize sex discrimination nor the efforts of
affirmative action and the women's movement, to combat it, tend to
credit themselves fully for their advancements, believing instead, "I
did it all myself."

Question 21
Do you find that women tend to have a perspective on failing
and mistake making which is different from most men's?
In the estimation of eight subjects, women are apt to take failure
more seriously, be more bothered by it, not rebound as quickly from a
failure, and remember their errors longer.

The corporate management

trainer sees the difference this way:
A failure for a man I find is that "I have done something wrong and
I've been caught" ... if he has done something wrong and he is not
caught, he does not see it as a failure. . . [But] a woman who
makes a mistake, even if it's in her own job and nobody ever sees
it, will degrade herself, humiliate herself, because she knows that
she has made a mistake--and that is a failure.
Four subjects described women's perspective on failure in perfor¬
mance related terms.

They found women to judge themselves to be less
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than competent or somehow inadequate if they should blunder or fail.

In

part this stems from exceedingly high self-expectations and standards
for performance, or the "unrealistic yardstick" used by so many women.
The consulting company vice-president observed that for women "failure
is seen as not doing it exactly the way I wanted it to be done, or not
having the outcome be exactly the way I expected."

She added, "if you

go in with the expectation that you're going to bat 1,000 (because of
course that's what you should be doing, and everything should be per¬
fect), then your expectations are totally inflated to what can reason¬
ably be expected of a person."
Another difference brought up by a third of the respondents is
that women often claim more personal responsibility for failures or
mistakes even when other people or external factors are to blame.

Fail¬

ure, for a woman, can become so internalized that she identifies herself
with the failure, i.e., "i_t didn't fail, I am a failure."

Said the

fiscal management trainer,
It's so personal to them. That's me, that's my_ report!
the report that wasn't accepted, that's [me]!

It wasn't

One subject felt that this tendency related to both women's fear
of making a fool of themselves as well as their fear of rejection.
Mistake making is bound to be viewed in very personal tenns when the
price is thought to be one's very connection with others.

The assump¬

tion is, "if I do something wrong somebody is going to reject me, not
like me anymore, not appreciate me any more."
Another reason why women may take failing more seriously, or allow
a single mistake to signal their ineptness, or overidentify with failure
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is, according to two subjects, their inability to see the "human inevi¬
tability" of mistakes and failure.

"They don't understand it's the way

of the world and that's unavoidable," said the therapist, adding, "they
frequently honestly believe that they have no latitude, no leeway at
all."

She offered the following insight into what the origins of this

perception might be:
It's always seemed to me it must partly again come right out of
little girls being acculturated to be good girls and get everything
right and little boys being allowed to frequently make a lot of mis¬
takes. I think a lot of it must have to do with [girls not playing]
sports, and not winning and falling down and dropping the ball and
that accumulates in the sense that you Ilearn that you] can fail in
a lot of ways. You can fail while you're playing a game and you can
still be all right. And I don't think women have enough experience
at that.
Not everyone agreed that women take failure more to heart than
men.

Three subjects thought that due to the greater social pressure on

males to perform and succeed they are likely to be more profoundly af¬
fected by failure.

Additionally, failure, said one, "is more acceptable

for women, because less is expected from them to begin with."

Two

subjects also made reference to what they considered to be the more
fragile male ego as evidence of men's greater anxiety over failure.

And-

finally, women are less suicidal over work-related failures, added
another, because other dimensions of their lives are important to them
besides jobs.

Question 22
In terms of their work, do you find that most women tend to .
assume too much personal responsibility or ownership for their
failures or for mistakes made, meaning oversights, misjudge¬
ments, blunders?
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With the exception of one, respondents were in agreement that, by
and large, women accept more personal responsibility for failures and
mistakes than is necessary.

When it comes to failing and making mis¬

takes, most women were reported to be inappropriately harsh on them¬
selves.

Women differ from men, observed the senior personnel special¬

ist, in that
... a woman [will] say . . . "If I had just gotten there five
minutes earlier that day, I would have had time to double check it."
. . . when men will probably go--"well, that's it."
Mistakes for women are also not easily forgotten.

"They keep

memories of their failures long after their usefulness had died," said
one subject, "I know women that remember failures that they had in
college jobs working in a cafeteria."

She asks, "what compels women to

keep a store of failures so clear in their minds [when their] successes
are so very vague?"

Part of the answer seems to lie in the belief held

by many women that they are not entitied to make mistakes or to fail.
Three subjects thought this to be a function of the pressure women put
on themselves to be perfect.

Many women feel they have "got to do it

all, got to do it at home, got to do it at work, got to do it everywhere
and do it all perfect."

Two others believed this sense of not being

entitled to mistakes is related to women's tendency to worry more about
the consequences of a mistake on others.

Said one, "it's some personal

responsibility thing [that] if I took it on, and I do it right, then
people can count on me, and then if I goof somehow, there isn't enough
[self] forgiveness of that .

.

."
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Feeling like she is less entitled to make a mistake, a woman may
"take it to her bosom; [her sense is]
have been."'

... 'I was wrong and I shouldn't

According to another subject the sel f-flagulation and "the

list of shoulds is endless—'I should have done better, I should have
gotten it right, I should be a better person, I shouldn't make mistakes
•

•

•' they don't feel entitled."

Unfortunately, noted another subject,

mistake making is "not seen as a normal part of the game [so] it's not
okay to make mistakes."

This sentiment was expressed by another respon¬

dent who believes the issue goes one step further:
They don't understand the role and purpose of mistakes. And they're
terribly afraid that will be it, there won't be any room [to make
mistakes], one false move and you're out kind of thing. And that, I
think, has to do with the sense of precariousness about jobs,
vocation, occupation . . . that has to do with being women, just
women--period. Then when we get an economy like this one with
Reagan saying, "the reason we're having trouble with unemployment is
because we have all these women working"--that's enough to shake
you.
Women's lack of occupational security was echoed by the consulting
firm vice-president who pointed out that whether it be conscious or
unconscious, women "still know that they're in a precarious position,
and they're going to be more closely scrutinized, judged more harshly
and therefore fear making .

.

. mistakes ..."

Compounding this prob¬

lem is another double-standard whereby men are allowed more latitude in
the culture to make mistakes.

"Men are entitled to get egg on their

face once in a while in work settings," she asserts, "but women aren't."
Finally, four subjects found a willingness on the part of many
women to assume responsibility for mistakes or failings that may right¬
fully belong elsewhere.

They often are not cognizant of the fact that
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the error may be the fault of other people, of the system, or of at¬
tempts by others to sabotage their efforts.
Question 23
This question has to do with the accuracy of most women's
definition or perception of what it means to be competent--do
you find that women have a tendency to over-estimate what it
takes to be considered competent?
With the exception of two subjects, the vast majority found women
to harbor exaggerated notions of what is required to be competent.

As

for the two exceptions, one did not know and another maintained that, on
the whole, women have not defined competence for themselves but instead
allow the outside world to define it for them.
According to six subjects, many women attach a certain mystique to
competence.

This can often lead to their idealizing people who occupy

"competent positions."

Observed one,

. . . we just embellish these people with all kinds of things that
they don't actually have--they're smarter than we are, more astute
than we are, everything more.
The minority affairs director at the private women's college
believes women have an inflated sense of what competence really requires
because their standards for performance are generally quite high.

An

example from her experience is:
a woman who, through her academic performance by all standards
is excellent . . . will say to you, "I'm just average." By the.same
token, a young man who you know j_s average . . .will tell you I m
very good." ... So without a doubt . . . definitely, women view
competence in a different way.
The explanation offered for this phenomenon was thought to lie in
women's relative inexperience in the world of work.

It is for this
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reason, said one, that women have no way of looking at or measuring
what's really required [to be competent, and so have] an inadequate
sense of what is enough."

Being new to the "professional arena" causes

women to mystify competence, stated another, leading them to "assume it
would take a lot more to be competent in a given situation, in spite of
the fact that we know of ample examples of incompetence."
The "a lot more" that women assume is required to be considered
competent is, asserted five subjects, nothing short of perfectionism.
"Competence is seen as perfection," one subject said, "the assumption is
that to perform competently means that you've really got it down pat and
that there is no room for fluctuations or that there aren't levels of
competence--you've either got it all down or you're incompetent."

The

vice-president of the consulting firm stated, "I've never really met men
who talk in the same way that I've heard dozens and dozens and dozens of
women talk about women's . . . need to be perfect, women's need to do
everything right."
Perfection means different things to different women.

In terms of

competence, most see it as being fully knowledgeable all of the time.
In order to acquire or maintain this overstated view of competence,
women were said to do one of three things.

One is over-compensating for

perceived imperfection by acquiring even more degrees and training.
other is being overly attentive to detail.

The

In stark contrast to her

male bosses, one subject described her female supervisors as always con¬
cerning themselves "with the dotting of the 'i' and the placing of the
commas--with the exactness of things."

Thirdly, some women reportedly
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equate competence with individual, unaided achievements, with doing it
all themselves.

Subsequently, women often do not delegate work to

others when it is appropriate to do so.
Clearly, competence related myths such as these undermine women
ever fully experiencing themselves as competent, capable individuals.
The question is, where do women come by their grand perceptions of
competence?

Two subjects considered several possible answers.

For the

director of student development, it was early sex role expectations:
Little girls have a lot of prescribed ways of being, a lot of
shoulds which . . . adds to notions of perfection. In boys, there
aren't as many constraints and prescriptions. It's more like--we
don't care how you play the game just win it . . . whereas for
girls, we do care how you play the game.
The same subject suggested another possible explanation.

Women's

inflated self-expectations, she argued, are reinforced by the system
because for a woman "it is of a greater calculated risk to be less com¬
petent than a male in an equal position."

She adds, "When you weigh the

cost of it, a man can well afford to be less competent than a woman."
Points out another subject, women know they must try harder than men.
Therefore, their sense of what is required to be judged competent is not
exaggerated but "just a realistic assessment of what women need to do to
get the job achieved."

Question 24
It has been found that many obviously competent women often
believe themselves to be "imposters" or "frauds" meaning, they
do not experience an inner sense of competence and instead
attribute their accomplishments to either luck, to the efforts
of others, or to their success at fooling others into thinking
that they are competent. In your experience does this
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imposter syndrome sound familiar to you and if so, why do you
think might women feel like imposters?
The imposter phenomenon sounded so familiar to some that eight
subjects disclosed that they themselves either have or continue to
experience the syndrome.

As far as their students or clients were con¬

cerned, all but two found the imposter syndrome to be operating with the
population they serve (although one of the two did experience it her¬
self).

Significantly, both of these subjects work with women who, by

and large, are entering either college or the job market for the first
time.

One shared that the confidence level of a lot of the clients is

still so low that they "haven't even gotten to the point of thinking
that they're fooling anybody into thinking they're competent--because
they think they're incompetent."
Four subjects attributed the tendency for so many women to feel
like imposters to the fact that the work world is male-oriented and
therefore in many ways alien to them.

This is particularly true, sug¬

gested one, for those women who are in token positions or are the first
to occupy a given position.

"The rules weren't made for me in the first

place," stated one minority respondent, "... they were made for White
males."

As a result, she added, "I wouldn't get to know them all be¬

cause nobody told me these were the rules of the system."

In a somewhat

perverse way there was also thought to be a certain degree of legitimacy
to women feeling like they are frauds because "we haven't been part of
the success circle," said the director of the professional development
institute.

As she sees it:
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The system of business in corporate America was designed by men and
according to male values, so in a real sense, we are fakes because
the system was not designed for us. Not having a history of belong¬
ing makes one feel like an imposter.
Similarly, it was believed by four subjects that the reason why
adult women might feel like imposters is that, growing up they never
intended or envisioned themselves to be out in the work world achieving.
When past expectations clash with present reality the result can be a
sense of not being a legitimate member of the work community.
agement trainer relayed an excellent example of this conflict.

The man¬
A woman

in her company had shared that back in college she had always pictured
herself as a homemaker and a mother married to a successful man who
would provide all of the comforts.

She did marry a college professor

but before having any children he suddenly died.

Forced to get a job

to support herself, her intelligence and hard work kept reaping promo¬
tion after promotion.

Surprised at each offer of advancement she also

feared that each promotion was'only temporary.

Reportedly, she was

afraid, "they're going to find out that I'm really just that little girl
back at B.U., and what I really wanted to do with my life is have six or
seven kids and get married ..."

Her career catapulted and yet she is

haunted by this sense of occupational illegitimacy:
Now she's 47, she's a vice-president and she can't believe that this
is real . . . that this is her life. . . . She says, "I wake up and
I look at myself in the mirror, and I sa.y--who are you? This is not
what you are supposed to be. You're not supposed to go to work and
be head of a large department, you're supposed to stay home and type
and work in church, and take care of the kids and wait till hub y
comes home. What are you doing?!" Success came as an amazement to
her.
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Another subject pointed out that other than a bit of volunteer
work, women in her age group (40s) were not expected to enter the job
market.

Consequently performing in the work world she said "is not part

of your sense of yourself; that you're supposed to be doing these
things, that.you could be good at doing these things."

She explained:

There's a big difference between going to college to find a husband
and going to college to really learn and find a profession and be
skilled at something. They're just worlds apart and so to me it's
understandable that you carry around some feeling that you don't
really belong here, that you really are just a pretender in the
world of work.
While it is unclear whether she expected to work or not, a fifth
subject alluded to a similar sense of not belonging--this time from a
working class perspective.

As the first generation to be college bound,

she recalled, "I was never sure I really had it in me to be college
material," adding, "even when I was accepted into a doctoral program I
still had the feeling that I must really be out of line [because] I
didn't come from people who went to college so to speak."
The therapist believed that the reason why so many adult women do
not experience a sense of legitimacy in the work world is because they
never get affirmed as workers.

She said, "They're always getting affir¬

mation as females and perceived feminine qualities so they don t accumu¬
late the kind of sense of self as a worker that allows them to have
something to rely on."
According to three others, being raised with the rather middle
class expectation of motherhood and domesticity is not the only factor
in most women's socialization contributing to this imposter syndrome.
One example given was the paucity of adult female role models in non-
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traditional jobs.

Another talked about the lack of practice women have

had in publicly acknowledging their skills.

Girls, she said, were not

allowed to say how good they were--"religion tells you . . . that the
haughty don't do well, and you' re haughty if you say, 'I'm good.'"
Family messages also seem to be a factor.

In a society where there is

apparent resistance to accepting women as adults, a woman "doesn't have
a sense of herself being able to accomplish things, she only has a sense
of herself being somebody's nice little girl," said the therapist.

It

is difficult, under these conditions for women to see themselves as
legitimate, adult members of the working community.
problem by describing a college professor she knows.

She illustrated the
The woman's

father (who habitually pats his daughter on the head) is seemingly
unable to accept her as an adult and a professional.

"He'll come into

her office at school and say, 'Oh, I guess you are a prof,' [but] that
will last maybe five minutes then he's right back to 'you're daddy's
little girl'--he can't give it up."

The consequences for adult women

attempting to function in the grown-up work world can be severe:
A lot of women carry with them all their lives this need to be
father's little girl. One of the things I see over and over is
women who are not age-appropriate in any way at all. They are not
growing up. They are not presenting themselves as adults to them¬
selves or to anyone else. It's not really the American difficulty
of women around aging busi ness--i t's being a lovely, perfect girl
. . . it's . . . being crippled.
The imposter syndrome was thought by two respondents to relate to
both women's failure to appropriately credit themselves as well as to
their inflated view of competence.
member,

Observed the university faculty
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• * • we always feel like we haven't made it, that we're really not
there that we don't know absolutely everything one needs to know.
. . . There's a sense for some people . . . [of] "if I'm really seen
as being competent at this point then they'll expect me to competent
down the road and I really know it's possible that I won't be." So
there's always this lingering feeling of "the next time I won't be
as good at it" . . .
The same subject identified what she finds to be a tendency among
some women to be generalists, frequently changing jobs and fields.

If

the definition of competence is thought to be nothing short of expertise
in one's job area then women who "may know a little about a lot of
things" are left feeling somewhat like imposters.
Women who doubt their own competence, and instead feel like impos¬
ters, often do so in the face of substantial external evidence to the
contrary.

According to four subjects such women have learned to ignore

or discount proof of their capabilities.

"It has astonished me," said

the therapist, "to be with women who are clearly intelligent and clearly
competent and capable and have them be completely able to push that
away," adding, "only negative evidence weighs on the scale--positive
evidence weighs nothing."

Because women tend to be particularly hard

and unforgiving of themselves they are likely to discount the positive
evaluations of others.

What frequently happens said one, is "our inter¬

nal eye is just very critical," and so when the "internal eye examina¬
tion doesn't match up to . . . external feedback, we suspect the exter¬
nal feedback and think it's only a matter of time [before we're exposed
as imposters]."

Lastly, even though others believed that women disre¬

gard the positive evaluations of others, one subject thought that in
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actuality, many women seek out such approval from others without ever
learning to give it themselves.
The pattern these subjects describe clearly suggests that women
identify far more with their shortcomings than with their accomplish¬
ments.

In her work at the technical training school , what the program

counselor finds operating among women is
a sense that their failures are what really matters and what really
defines how well they do what they do. The successes are not fully
internalized so that women don't often fully take credit for the po¬
sitive value of what they've done. So that in a situation where
they may have a respecting responsible job, it's emotionally unclear
how they get there. If I experience myself to be this complete
failure, and I can't accept the credit for the successes that I
don't even see and that I don't recognize as mine then I can't be
here on my own merit because I don't have any successful experiences
that I can claim emotionally.
If women are not able to emotionally own their achievements, to
what do they attribute them?

Three subjects found many women to ascribe

credit for their accomplishments to such things as luck, to the mistakes
or the goodwill of others, or to affirmative action requirements.

The

private job resource developer shared her own experience:
My husband deserted me, I went to school and jockeyed a high school
diploma. I took SATs at age 42 and was accepted into a pre-doctoral
program and I thought--oh, they like me, they feel sorry for me
because I'm older, they know I've got four kids. . . .1 made dean's
list [and thought] they wanted to balance the marking system so they
put me on the upper end.
Finally, two items were considered to fall under the miscellaneous
category.

One was the fear some women have that being competent will

ultimately result in their isolation from others.

The other was the

belief on the part of one subject that some women may indeed not be that
competent or, in other words, really are imposters.
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Question 25
What can you suggest that obviously competent women need to
realize, do, or change in order to more fully experience
themselves as competent?
The overwhelming recommendation offered by eight subjects was that
women establish "old girl networks" in order to exchange occupational
strategies and techniques, information, experiences, feedback, valida¬
tion, and support with other women.

Soliciting feedback from colleagues

and supervisors was also thought to be a useful way for women to begin
to more accurately assess their performance.
A number of other concrete strategies were recommended.

These

included the suggestion made by three subjects that women set goals and
then realize them.
test themselves.

Setting goals requires women to take risks and to
One program development specialist tells women to

"practice exercising your competence the way you would practice exercis¬
ing your body."
A technique suggested by two respondents was for women to begin to
identify and take credit for their past accomplishments.

Stated one,

"we as women need to remind ourselves constantly of our past accomplish¬
ments and that they are evidence of capability and not luck."

Similar¬

ly, two other subjects urge women to identify and value female attri¬
butes, skills, and orientations and to recognize their utility in the
workplace.
Two others considered it helpful for women to compare their skills
to others in comparable positions.

By engaging in some mild competition

with others, it was believed women may come to more fully realize
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their competence.

For example, one subject shared that when she herself

has been confronted with new responsibilities on a new job what she does
is "remembers a man who's been in a similar position or situation and go
through all of the shortcomings that the person had."

The next step she

says is to say to yourself, "well, hell, if someone like that can do
that, what the [heck], I can do it'."
The conscious use of positive imagery was thought by two subjects
to be an effective method of interrupting the imposter syndrome.
Visualizing oneself as being competent and successful helps establish a
foundation from which to build confidence.
Three respondents maintained that women need to gain more objec¬
tivity about their competence by learning to disidentify from the nega¬
tive attitude and feelings they harbor and to tune out self-defeating
messages.

One strategy is to relabel feelings.

For example it was

stated that the physiological reaction to both anxiousness and excite¬
ment are essentially the same.

Therefore, when one is feeling anxious

about an interview or public speaking, why not learn to rename that
feeling--"excitement."
Lastly, none of the suggestions or techniques will be effective if
women do not come to grips with their issues of entitlement.

For this

reason, two subjects urged women to affirm their right to be at whatever
successful level they have reached and to recognize that they deserve
that credit, recognition, and success which they have earned.
A number of recommendations were coded under miscellaneous.
were that women should:

These

meditate; read self-help books; take themselves
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more seriously; delegate and relax more; stop sabotaging performance by
abusing drugs or alcohol; celebrate their accomplishments; and realize
that competence is not an exclusively male trait and that female compe¬
tence is indeed, attractive.

(4) Change-Related Questions
Question 27
This next question is about the maintenance of women's inner
barriers. Once these self-limiting patterns and philosophies
are intact—what kinds of external or environmental factors,
particularly in the workplace, do you find are likely to
reinforce them?
Responses to this question were roughly divided between two major
areas:

(1) the ways in which individual men compound or reinforce

women's inner obstacles (nine respondents) and, (2) the ways in which
the culture and the workplace itself create or reinforce internal
barriers in women (eight respondents).

(To a lesser degree were re¬

sponses by three subjects who spoke of how women themselves can under¬
mine each other.
were:

Examples given of this kind of intra-group oppression

one, the expectation that female bosses be more nurturing than

males; two, being overly critical of other women for fear that their
behavior will reflect on oneself; three, not supporting other women and
especially women in non-traditional jobs; and four, a general lack of
communication and trust among women.)
Again, the attitude and actions of individual men were thought by
nine respondents to undermine women in the workplace.

Disabling atti¬

tudes included the expectation that women be more competent than men in
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order to be considered as qualified, not taking women's careers as
seriously, and what was referred to simply as men's sexist attitudes.
large range of behaviors were also cited.

A

These included joking about

and invalidating female enterprises, trivializing women's issues and
concerns, the use of stereotyping put-downs, magnifying the mistakes of
women to prove they are less qualified, and interrupting or ignoring
women.

Women were also said to be demoralized by such things as men

rescuing women and/or not giving them challenging assignments, by the
exclusion of women from old boy networks, by the stereotyping of women
into traditional nurturing or auxiliary roles, and by sexual harassment.
Perhaps not as tangible but no less debilitating was said to be both the
awkwardness some men demonstrate around women as well as the tendency
for men to not disclose their own vulnerability or self-doubts and
thereby projecting a false image of self-confidence and ability.
Beyond the actions of individual men, women's self-limiting pat¬
terns and philosophies are, according to eight subjects, reinforced by
society at large as well as in the very structure of work.

A part of

how the culture at large functions to the detriment of women is related
to generally accepted norms and values about appropriate sex roles.

For

example, women "who are trying to do something a little different with
their lives" are frequently the recipients of disapproval from families
and lovers.

The protective reactions of others, said one, conveys to

the woman "a subtle [and] very powerful message that you're not going to
be able to handle it--someone is going to have to come to the rescue
..."

This attitude, it was said, reflects that of a society which
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valuels] certain occupations Ifor women] over others and sends some
very powerful messages to women that you're going to have hell to pay
for trying to do it differently."
There were also said to be certain social realities which thwart
women's efforts to be full contributors in the work world.
day care for working mothers is one example.

The lack of

Another obstacle is the

reality of violence against women which can curb women's options for job
relocation to certain areas.
The work world itself can often function to systemically reinforce
women's own self-defeating attitudes and behaviors.

Sex and age dis¬

crimination in hiring and promotion practices, lack of support or bla¬
tant disregard for affirmative action, and the expectation that women
should do their own job as well as that of others were all thought to
undermine women.

Also, just plain paying women less is demoralizing

because it effectively "reinforces women's perceptions that they're not
valuable people, that they're not competent, that they're not doing work
that is essential."
The male ethos operative in most work settings, precisely because
it is so foreign to women as a group, was said to inhibit both women's
levels of effectiveness and their self-confidence.

This was thought to

be particularly true in cases where no system of mentoring is available
to sponsor women and show them the ropes, or where skills training for
women is not available.
Even when support mechanisms are in place to assist women, the
fact remains that female qualities are not validated.

By and large the
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work environment according to one subject "isn't a place where emotions
are appreciated."

Additionally, being in a minority of any kind at

work, be it race, class, or gender, was considered a liability.

The

more White and male and "patriotic" a work setting, it was said, the
more likely it is to allow the proliferation of sexism.

Under such

conditions, said another, one would be hard-pressed to find the kind of
systematic anti-sexism training for men which could potentially benefit
women (and men).

Question 28
Where and what kinds of changes are needed in order to begin
to interrupt these kinds of inner obstacles faced by women?
The most popular response to this question came from six respon¬
dents who said that women themselves via mobilization efforts, network¬
ing, support groups, dialoguing, peer consciousness raising, and coun¬
seling are what is needed to interrupt the inner barriers which afflict
them.

According to the therapist all of these avenues give women the

opportunity to say, "Oh, I do that" or "I recognize that."

Breaking

down the isolation and the silence is critical she adds "because if a
woman thinks she is the only person who does this and doesn't in any way
realize that it's something she shares with other women, she's apt to
stay stuck with it and quiet about it [believing] 'it's just my personal
problem, my failure.'"
Equally important are efforts to raise women's consciousness as to
the dynamics of sexism so that they can then be mobilized to seek
changes on their own behalf.

Charged one.
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... as long as we as women continue to collude with our oppression
and oppress ourselves that's only going to keep things the way they
are. . . .We are a significant source of untapped power. We can't
expect society to do that for us, but we have to be about liberating
ourselves. We have to be about raising our own consciousness.
Four subjects recommended that women seek re-education in the form
of seminars, training, and literature specific to both the topic of
women's internal barriers to achievement and other work related issues
faced by women.

Also, training for women which emphasizes marketable

skills was advocated by three subjects.

Formal mentoring programs where

women sponsors can coach and train other women were proposed by three
others.

These included women actually interning with a sponsor as well

as a recommendation that mentoring programs be established for and by
working women who are trying to also juggle their roles as wives and
mothers.
Men themselves were targeted by three subjects as needing job
sponsored training on women's issues.

Men as well as women need train¬

ing, said one, "in order for everybody to feel more comfortable."
Another subject believed that "men have to recognize the cost of the
privileges that they maintain as men."

Another complained, "I don't

know how to [train men] because some of them are such lost causes . . .
they don't want to even think about us, let alone the kinds of unique¬
nesses that we bring to the job situation."
Two subjects advocated re-education efforts designed for all
adults around issues of sexism, racism, and ageism.

For example, it was

stated that "we have to convince society that it's a real advantage to
have a mature woman working in whatever profession or capacity.
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A significant number of recorrmendations were made with children
and other young people in mind.

Nearly half of the subjects (seven)

called for changes in child-rearing practices.

Suggested changes in¬

cluded non-sexist role modeling, more participation by men in parenting
with the possibility of job sharing to meet this end, and raising
children to assume less sexist roles.

As one subject claimed.

We need to raise our children early on in life to value our differ¬
ences and identify our similarities. We need to stop role prolif¬
eration early on.
Non-sexist training for children was thought by four respondents
to be possible only with the assistance of the media.

Changes were said

to be needed in how women are portrayed both in the press and the visual
medi a.
One-third of the respondents saw the need for changes in early
education and schooling practices which are sexist in nature.

One of

these subjects coming from a more vocational standpoint, thought that
"schools need to be far more open to encouraging people to go out and
apprentice, to get on the job experience as they're learning instead of
just out of books."
Two talked specifically about the need for education systems to
"encourage [young women] to think very hard about work and to expect to
be faced with the reality of women working."

This was elaborated on by

the consulting firm vice president who stated that
schools have a role in helping to prepare young women to enter
the working world, not only in terms of reading and writing skills
and so on but to help prepare them psychologically and to treat
young women as potential workers of the world--because that s what
we are. I think that there are some adult women who get a rude
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awakening when they find out that most adult women who are coming of
age now spend thirty-something years in the work force, ... so
that.. . . attention needs to be paid to women's vocational life the
way it has been for men.
For women to fully participate in the work world, according to
three subjects, the entire culture must support adequate public child
care.

Charged one, "This country as a whole must face up to the issue

of childcare and to recognize that it is a man's issue as well as a
woman s issue [and] develop policies and procedures for making day-care
accessible, worthwhile, and educational."

Whenever possible, added an¬

other, day care should be furnished at the work site of either parent.
And, another insisted that child care not be provided at the continued
expense of female workers but that child care workers themselves be
appropriately remunerated for their labor.
Lastly, it was recommended by two subjects that not only should
women be paid equitably but that
This whole system of paying a man who is in an unskilled or semi¬
skilled occupation more money than a woman who has had to go to
college to perform her job is just ridiculous [and] clearly sexist.
And I'm not advocating that men who work in lower class professions
need to be oppressed any more [or] be paid less, because they're
certainly oppressed in terms of class even though they're male.
. . . But that doesn't negate the fact of the sexist oppression of
women for work typically associated as women's work [like] word
processing, et cetera.
Miscellaneous recommendations cited by single subjects were:

in¬

crease the number of women in work settings so as to achieve a more
equal female-male balance, increase the number

of women in supervising

positions, and increase access for women to job related information,
e.g., meeting minutes, budgets, and operating data.
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Question 29
Can you identify some things that women themselves should
either start doing or stop doing, learn or unlearn, in order
to begin to interrupt their self-limiting patterns and philo¬
sophies?
A recommendation made by a significant number of subjects, nine,
was that women begin by first identifying and then unlearning their own
self-defeating tendencies.

Thus the first step is for women to "encoun¬

ter" their inner barriers.

"Women need to see how they're blocking

themselves," maintained one, adding, "[and] that's a pretty hard thing
to acknowledge that you're a part of what's happening."

Next, change

for women requires "unlearning the layers and layers of what they have
taken in," said another.

This, according to yet another subject,

requires that women "unlearn the act of putting themselves down . . ."
It was believed by four subjects that just recognizing the exter¬
nal or social origins of women's internal barriers can be helpful.

It

was pointed out that women have to ". . . learn that the feelings of in¬
competence and inadequacy are not part of us but expressions that we're
taught."

In other words, said a different subject, women "need to stop

blaming themselves . . . need to stop seeing their situation as a result
of their own personal failure and get more of a political understanding
about the realities of what it means to be female."

In order to make

changes, insisted another, "we need to learn why we are the way we are."
She continued, "we need to be able to look back at our environment, our
family life, what the media has to say about women, and understand how
that impacted on our attitudes and our values . .

Once women gain
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more insight as to the dynamics of sexism, it was stressed that they
should share that knowledge with other women.

Furthermore, the assump¬

tion that women are at similar levels of awareness was considered by two
subjects to be both erroneous and hazardous.
Seven subjects believed that an effective way for women to deal
with their internal barriers was through their interaction's with other
women.

Specific recommendations were to give and receive support from

other women, especially those who choose non-traditional jobs and life¬
styles, to learn from the successes of other women, to form networks and
coalitions among women from all levels of the organizational hierarchy
as well as on the local and national levels, and to form alliances with
other women around other forms of oppression.

On this last point it was

sai d,
Women need to stop narrowly defining things as women's issues and
need to recognize that racism and anti-semitism, and homophobia and
a number of other "isms" are also women's issues . . . because as
long as these barriers are there between women we can never get
together, can never be seen as a powerful force when there are so
many dimensions based on [other forms of oppression].
Information and skills relevant to the work world were what nine
subjects counseled women to acquire.

Some talked about the need for

women to learn how to accurately assess not only the market value of
their skills but market trends guiding career planning as well.

Learn¬

ing the skills associated with being a risk taker were considered valu¬
able to two subjects.

Still others saw the need for women to become

more politically astute by familiarizing themselves with the norms,
values and expectations of the male oriented work world.

For profes¬

sional women, it was said, (and Black women especially), this includes
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learning and practicing the kinds of socializing rituals valued in the
organization.

Being politically astute to another subject meant finding

out how far women and minorities are allowed to progress in one's chosen
career, job, or field.
Two subjects believed women needed to become more "in touch with
money and the power of it and the use of it, and the awareness of it,
and the 1 okayness' of it [because] it's a . . . bargaining tool."

Added

the other one, "We need to learn how to earn money, how to invest it
[and] not to be intimidated by it, how to ask for it, how to work with
it, how to save it . . . and how to spend it."
Lastly, two subjects advised women to become more aware of the
resources available to them.

For professional women this meant re¬

sources within the organization, for women not yet employed and with
fewer available resources of their own this meant opportunities for
training or assistance provided by public or private institutions.
A number of suggestions appeared to fall under the miscellaneous
category.

These were recommendations that women:

work to improve work¬

place conditions; create their own businesses and alternative institu¬
tions; start training their daughters to be comfortable in such areas as
math and sports; realize they do not have to be "super-women" and begin
making themselves the priority at home by delegating tasks to other
family members; learn to depersonalize their work by more effectively
evaluating their performance; learn to mask self-doubt in front of
others, especially men; and stop trying to emulate men and instead
develop a philosophy of work based on a female value system.
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Question 30
What kinds of attitudes, behaviors, and tendencies character¬
istic of women are likely to be enabling to them in their work
lives ?
By far, women's responsiveness to others was considered to be
their greatest strength.
sionate,

Thirteen subjects used words such as "compas¬

empathetic," "accepting," "nurturing," "caring," "suppor¬

tive," and "giving" to describe at once women's nature arid contribution
to the work world.

For example, the management trainer observed women

to display "great compassion for people who don't do well, or who are
experiencing failure, or who are in pain."

She considers this attribute

to be of value "because if corporations have a lot of people in pain,
women can add the compassion that is necessary."
Women's human relations and interpersonal skills were also consi¬
dered to be valuable to them in their work.

Another subject pointed to

the abundance of company sponsored sensitivity training programs being
conducted for men to acquire some of the same interpersonal skills which
seem to come more naturally to women.

She argued that American business

has yet to acknowledge the non-Western and female origins of this osten¬
sibly new training orientation.

Instead, she charged, American business

continually goes outside of the culture for new principles of managing
people.

One such import, so-called Japanese management or Theory Z, she

noted, exemplifies the trend because it effectivey ignores a sizable
Asian-American population in our own society who have an equally unique
and beneficial cultural orientation to others.

However, because Asian-

Ameri cans are a devalued racial minority in this country, their
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potential contributions are negated in favor of the imported Japanese
perspective which is considered more "exotic and exciting."

"We're

trying to reap the benefits of multi-cultural perspectives," she as¬
serted, "without becoming multi-cultural."

She argues that the same

pattern holds true for the non-use of female qualities and perspectives,
suggesting
. . . if we were to go out in space and find another planet that was
inhabited solely by females and they made the best damned cars ever
to be found or t.v.'s or "walk-mans" or Panasonic radios or what
have you, we would go running around with "Theory B," the women's
approach to management. We'd be trying to run all these training
programs to teach American management to develop this women's man¬
agement style that would be new and exciting because it was off on
another planet. But it's here in everybody's back yard, everybody's
office--it's frustrating.
To seven subjects, women are enabled in their work by their
"powers of observation," their "perceptiveness," their "intuition,"
their sense of vision.

The origins of these abilities were thought by

most to be in the subordinate social condition of women themselves.

As

one explained.
. . like all oppressed people, we are very perceptive. [Women's
intuition has] . . . sort of been mystified . . . but for [physical]
survival reasons and psychological survival reasons we have become
very attuned to our environment, we can psych situations out. . . .
That's valuable to do at work because in order to be good at any¬
thing you do, you need to be in touch with what s going on around
you, with other people and your environment at work . . .
Similarly, a third of the subjects noted that women bring with
them a kind of flexibility and adaptability which is also beneficial in
job spheres.

Four of the five linked these attributes to women's social

situation suggesting that because women have historically been subjected
to oppression they have had to be flexible.

It was said, however, that
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while the ability to adapt has served women well in situations where,
for instance, they have had to bear children they did not plan for it
can be an obstacle when they should be asserting their own needs rather
than adapting to those of others.
Adaptability may be a function of another female virtue, that of
patience.
endure.

Two subjects spoke of women's resilience and ability to
Five others talked of women being responsible, dependable,

dedicated workers.

One subject charged that "if America is having a

productivity problem it's not because of women."

It was stressed, how¬

ever, that "just as adaptability has its costs and benefits, women have
a sense of responsibility which can be both an asset and a detriment."
As the assistant professor explains.
Our perfectionist syndrome . . . makes us absolutely responsible
people in the workforce ... we get dedicated to where we're work¬
ing. Just as we get dedicated to people, we get dedicated to organ¬
izations. Maybe that's not so good sometimes, but it also is a
benefit [whenl coupled with the sense of responsibility that women
have about the work they do, and the way they want to do it well,
and the way they care about the way they're doing it. So that the
product that any organization is going to be producing [will reflect
that].
Women's tendency to be in touch with their feelings and with their
body, as well as their awareness of the sources of stress, were named by
one-third of the respondents as empowering to women in all realms of
life and particularly in their work.

The inclination toward introspec¬

tion and self-healing were said to propel women to seek outside help
more often than do men.

As one subject pointed out women's "insecurity,

the self-doubt, the questioning can be framed so that they are seen as
the ability to look at oneself honestly and as a willingness to change
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. . . [which also] provides a safe environment for others to be able to
do that."

The vice-president of the consulting firm is quick to note

the recent emphasis in organizations on employee health, on stress
reduction, and on individual and organizational wellness.

Unfortunate¬

ly, she says, the non-Western and female origins of much of the wellness
orientation have gone largely unnoticed.

She adds that

. . . for whatever reason, as a result of oppression or biology or
what have you, women typically are . . . much more in touch with
their bodies and their emotions and their feelings and know when
they're stressed, know when they're unhealthy, know when they need
to take space for themselves, physiologically and emotionally [which
is something] that men have historically been out of touch with.
It's almost like we're trying desperately to infuse the female into
the White male-dominated organization, to correct the imbalances of
having been so male dominated in the past. And I see a lot of those
things as being there but not being recognized as being valid unless
some outside consultant or expert in behavioral science says that
you ought to be concerned about stress and your physical well-being.
One such stress reducing technique may very well be women's sense
of humor.

Two subjects talked about women's use of humor as both a

source of personal strength and as a talent for putting others at ease.
Others identified somewhat more tangible skills women bring to the
world of work.

Two described women as adept at problem solving because

of their ability to be rational, logical, and to examine a problem from
all angles.

Organzational skills, including an attention to detail,

were said by two others to- be a strength of most women.

Equally func¬

tional in occupational arenas was thought to be women's proficiency at
dealing with human diversity within the work setting.

Three subjects

believed that as the population of women and members of oppressed
racial group grows in many occupational domains that women, precisely

143

because of their receptivity, their emphasis on others, and their flexi¬
bility will tend to be much more in tune with the needs of these groups
than will White men on the whole.
Finally, on a more profound level, three subjects spoke of women
as being honest, trustworthy, and as having a sense of integrity.

"On a

scale of 1 to 10," said one, "when it comes to integrity, [women] are a
12."

As a representative of the corporate world said,
Women are very honest, and that honesty is needed in many situa¬
tions. A woman will say the honest thing overall and not try to
maneuver you or be political or use you. Overall, they are
straight, we can rely on their information.
Just two issues were coded under miscellaneous.

They were the

belief that women are enabled occupationally by one, their optimism and
two, by their physical strength and ability to endure pain.

Summary

This chapter presented, in narrative form and by question, the
data gathered from interviews from fifteen subjects.
questions were divided into four sections:

Furthermore, the

(1) general information

questions, (2) female-male comparison questions, (3) performance-related
questions, and (4) change-related questions.
The following chapter synthesizes the massive amount of data which
was presented here into three critical themes.

These themes are

(1) sociocultural expectations and realities, (2) other-directedness,
and (3) performance-related issues.

Moreover, these themes constitute

the framework for a model which can be expected to inform educational

144

technology.

Chapter VI presents the implications of the findings, and

hence the model, for training programs which are designed to address the
internal barriers to women's occupational achievement.

CHAPTER

V

A MODEL OF INTERNAL BARRIERS TO WOMEN'S
OCCUPATIONAL ACHIEVEMENT
Introduction
The ultimate purpose of this study was to formulate a conceptual
model describing internal barriers to women's occupational achievement.
By analyzing the data, the researcher determined there to be three major
topic areas or categories which best captured the data as a whole and
hence, constitute the framework for a model from which training goals
and objectives can be derived.

They are:

(1) sociocultural expecta¬

tions and realities, (2) other-directedness, and (.3) performance.
Briefly, sociocultural expectations and realities encompasses both
the sex role expectations held by society and individuals as well as the
more structural, institutionalized realities imposed by racism, classism, age discrimination, and male predominance in the work world.
Other-directedness refers to the ways in which women's attention and
obligation to others guides their occupational behavior.

The third

topic area, performance, is comprised of three related topics—compe¬
tence, success/achievement, and failure.
The major topic areas were established based on Patton's (1980)
criteria for "fleshing out" categories.

Namely, the categories were

judged based on the extent to which the data within each category held
together and the extent to which the differences between the categories
were bold and clear.

On this last point, given the fact that the topic
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of this study is reflective of a complex social phenomenon, the cate¬
gories seek to describe distinguishable yet clearly interrelated issues.
The categories then should not be thought of so much as distinct enti¬
ties but rather as overlapping topics with sociocultural expectations at
their core.
Depicted graphically, the model may be thought of as looking like
this:

A Model of the Internal Barriers to
Women's Occupational Achievement
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This chapter will be organized into three sections, each describ¬
ing one of the training model themes.

Preceding each section is a brief

introduction providing both the rationale and an overview of the topics
to be covered.

Finally, this chapter draws on outside literature to

supplement subject responses which, in turn, are used to illuminate the
literature.

Unless otherwise noted however, all of the quotes are those

of the various subjects.

I.

Sociocultural Expectations and Realities

The purpose of this study is to describe the psychological obsta¬
cles impeding women occupationally.

At the same time, the tendency to

focus only on the internal--a trend which led Susan Griffin to ask
". . . why is it in the case of women that we always blame the individ¬
ual and not the social structure, that we see failure in discrete lives
and do not question the way things are" (1977:100)--must be avoided by
researchers and others.

Apparently the subjects of this study agreed

with Griffin as illustrated by the statement made by one that,
. . . you can think of just about every example of institutional
sexism as it applies to the world of work and every one of those
things is an external reinforcement of those internal barriers. So
they reinforce them once they become intact. But what we sometimes
forget is that they also created them--they made them intact. We
don't develop internal barriers at birth ... we learn them in re¬
sponse to the hostile environment.
It was statements such as this which warranted the formulation of
the centerpiece of the paradigm--that which speaks of the dynamic inter¬
face of the external and the internal.

Thus, the largest of the three

categories to emerge from the data was that which addressed sociocultural
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factors.

This is not surprising given that it is here where the stage

is set, the players beyond the individual woman are named, and the
explanations for many of women's own self-limiting philosophies and pat¬
terns are rooted.
External factors described by subjects as either causing or com¬
pounding women's inner obstacles seem to fall into two overlapping
areas:

(1) sociocultural expectations, and (2) sociocultural realities.

First, sociocultural expectations refer to the expectations for approp¬
riate female-male roles and behaviors which are held by the society as a.
whole, by specific cultural groups and classes, by family and friends,
and by women themselves.

Because such is the nature of sexism, these

expectations can be anticipated to be to the ultimate detriment of women
as evident in Adrienne Rich's conclusion that, "the most notable fact
that the culture imprints on women is the sense of our limits" (1977:
250).
For example, despite extensive testing which concluded that based
on aptitude, neither sex can claim any field as more or less gender ap¬
propriate (Durkin, 1971), society and its members persist in the role
tracking of females and males as if real differences did exist.

Females

are thought to be nurturant, passive, dependent, and instinctive to the
exclusion of the presumably intellectual, aggressive, productive, and
independent character of males.

Evidence refuting these assumptions

does exist but again, it is largely ignored (Fenn, 1978).

The conse¬

quences of such postulations as to the "natural roles" of women and men,
assert Joseph and Lewis, is a "conditioning of the oppressed that
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disables and undermines self-image and silences and disempowers politi¬
cal response" (1 981:46).
Sociocultural realities, the second and related area of external
reinforcement that subjects talked about, refers to more structural con¬
ditions impeding women such as the interplay between institutional and
individual forms of sexism, racism, cl as si sm, and age discrimination as
well as the gender bound nature of the male work culture itself.

So

while sociocultural expectations refer more to social attitudes regard¬
ing sex roles, sociocultural realities cover women's broader experiences
which are governed by such factors as race, class, age, and the fact
that all women who work must do so in a male dominated work world.
The oppression of Black (Joseph and Lewis, 1981); Asian (Fujutomi
and Wong, 1976), Native American (Witt, 1976), and Latino (Nieto-Gomez,
1973) women for example, must be viewed within a context that exceeds
sexism to incorporate race and class inequities.

These women must

function in a work world which is not only culturally biased in favor of
Whites but like White women, must also struggle in an environment where,
remarked Thurman, "the gestures, rituals, codes, signals, and unspoken
assumptions . . . are the patrimony of white men from the middle class
. . ." (1982:41).
This section will examine the following topics:

(1) the external

manifestations of sexism affecting women's internal barriers such as
lack of validation and the paucity of female role models; (2) age,
class, and race discrimination and other related factors; (3) socially
prescribed roles and expectations for women including issues of modesty,
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assertiveness, and non-support of other women; (4) socialization and
issues of dependence with an emphasis on the desire to be taken care of
or rescued and on risk taking; (5) the implications that sociocultural
expectations and realities have for performance and achievement; and
(6) the attitudes and behaviors which are a function of women being in a
male-oriented work world.

External Manifestations of Sexism
Affecting Women's Internal Barriers
Women's internal barriers are compounded by numerous external
manifestations of sexism.

Those identified by subjects in this study

were the lack of opportunity, the lack of role models and mentors, and
the devaluation of women's values, characteristics, and contributions.
More than one subject heeded Kaufman and Richardson's warning that
"if we fail to recognize the constraints the organization of the public
world of work places on women's potential mobility, we tend to see the
sources of constraint as individual and thus within the woman's poten¬
tial control" (1982:85).

As one said,

. . . women as a group have a tendency to be less willing to take
risks . . . [but] it's also harder because the opportunities in the
system aren't set up for them. So it's a combination of the inter¬
nal and the external.
The lack of role models to emulate and mentors to function as
teachers and guides to less experienced or skilled women can seriously
stifle women's occupational development and aspirations.

Without such

guidance, the achievement related fears of women were thought by some
subjects to be aggravated.
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Part of [women's fears] come from not having the type of role models
that we could use to go to and say--gee, how is it up there? What
are some of the barriers I'm gonna run into? Am I really sharp
enough to fit?
. . . for so long we haven't seen ourselves as succeeding in the
[work world] . . . we've seen ourselves as entry level ... and
maybe because we haven't had the proper role models is why we don’t
visualize [success].
"Becoming aware of gender in a patriarchial system," stated Flax,
"means recognizing that men and women are not valued equally ..."
(1 982 :173).

The fact is, in this and most other societies the attri¬

butes and contributions of men are more highly esteemed.

This cultural

depreciation of females is equally evident within the job world itself
where, said Forisha and Goldman, "... organizational thinking does not
link competence with sensitivity or rationality with emotional concerns"
(1981:25).

Evidence of this can be found not only in patterns of dis¬

crimination but also in the fact that one, women themselves are frequent¬
ly interrupted or ignored by men when they speak (Eakins and Fakins,
1977) and two, their contributions are more often discounted and dis¬
credited (Palmer, 1978).

As subjects noted,

Women are not going to receive a whole lot of validation within the
recognized and respected structures that what we are doing has
value, and . . . the system as it is currently structured is going
to be reinforcing all the old feelings, and all the old behaviors,
and all the old attitudes.
[A woman is likely to be encumbered by] ... a sense of herself
that has not been validated or rewarded in the society she lives in.
. . women not speaking up in meetings or not being assertive in^
getting ideas across and apologizing for their remarks . . . that's
learned behavior [and] it's learned because women are used to not
being listened to. . . . When a woman talks [men arel less likely to
listen, and more likely to interrupt, and are less likely to engage
in debate or argue.
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Age, Class, and Race Factors
Gender is not the only variable affecting women occupationally.
Subjects considered age, class, and race to also be important determi¬
nants of women's experience in the work world.
Several subjects spoke of age discrimination as being a social
reality undermining older women.

In part, because of the premium placed

on youth and beauty, a double standard exists causing women to suffer
more discrimination due to age than men do (Collier and Levano-Kerr,
1982).
There's this attitude that an older man could work--he's bored and
wants to get out of the house--but an older woman working, or
wanting to, or needing to? [that is less accepted].
Additionally, for many adult women just venturing out into the job
market, the fear of age discrimination was found to be a real inhibitor.
[My clients have] a feeling that young people are more worthwhile
. . . and that an employer couldn't possibly favor them by hiring
them or giving them a promotion if they were to compare themselves
to someone younger.
They have a real age thing, and I certainly
don't blame them--[age discrimination] is realistic in . . . too
many spheres I'm afraid.
Social class is another formidable barrier affecting opportunities
for achievement, occupational choice, and aspirations (Ireson, 1 978).
The women I have interacted with who come from a wealthier class
generally feel more confident about getting what they want.
The middle class still has a sense that more is possible.
One subject observed that her working class clients tend to exhib¬
it a fear of institutions.

This may be related to Seifer's point that

"the education system and the structure of the job market intimidate
working class women and help keep them trapped in a cycle of low self-
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esteem" (1 976:1 2).

Moving into corporate circles with its upper class

rituals, noted one subject, can often exacerbate the discomfort of work¬
ing class women.
The obstacles for women from oppressed racial groups stem more
often from racism than sexism (Homma-True, 1976; Kidwell, 1976; Wong,
1976; Joseph and Lewis, 1981).
. . . minority women definitely have more barriers than non-minority
women ... I'm physically different from a White woman ... if you
are a minority ... we tend to look less like [Whites], behave less
like [Whites] and so therefore, we are [more different] and much
more of a threat than [White women who are] less dissimilar.
A White subject noted that unlike her experience, Black women must
often assess job moves in terms of whether or not it would mean racial
isolation and therefore increased stress.

For Blacks advancing in the

ranks of White corporate America the stress may be even more pronounced.
According to Campbell, "beyond the issue of racism, and its historical
and psychological implications, many [Black executives] say they also
feel varying degrees of isolation, alienation, culture shock and loss of
identity" (1982:37).
Another difficulty faced by minority women, especially those pos¬
sessing "a very strong racial identity," has to do with being able to
accurately interpret what, if any, racial prejudices may be motivating
negative employee evaluations.

Similarly, Black women were observed to

have real difficulty responding to and hence, benefiting from compli¬
ments offered by non-Blacks.

Part of the hostility described though may

be due to a mistrust based on experiences like this one relayed by one
Black subject,
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I remember the first time I gave a talk before a faculty assembly
back in the early 70s. And people came up to me and said, "Oh, you
gave such a good talk." And I said, "You didn't think I could
talk?" What did they expect from me--or what didn't they expect
from me?
Due to oppression, working class women and women from oppressed
racial groups are far less likely to have the benefit of achievement
role models, either within the family or in the work place, who occupy
powerful or successful positions.
[Black women] don't have the opportunity even to observe a profes¬
sionally prosperous husband and how he did it. I think a lot of
White women can see how their husbands did such and such to get
ahead, or they have a mechanism to observe a White man as a mentor.
Where Black women, and particularly say lower socioeconomic Black
women, don't have the strong husband success figure there to look at
nor do they have any contacts with strong successful men . . .
When you sit back and Iask] , how many all-White institutions or
organizations will a Black, be it male or female, ever become presi¬
dent of--Ford Foundation or Ford Motor Company or whatever it is?
And the answer is clearly I think no, not for another 120 years or
something. So I think we've begun to internalize that because there
is nothing that we see as a role model that negates us accepting
that as an internal kind of thing. And there's those of us who
struggle and say "so what? I'm still gonna try," or "I'm still
gonna get as far as I can." But there are many of us who say,
"Well, I can only be a junior accountant and that's all I'm going to
worry about."
Socially Prescribed Roles and Expectations
Roles and expectations for women which are prescribed by society
and reinforced by the family serve to at once shape and inhibit the
range of acceptable options.

Sex role socialization, state Donelson and

Gullahorn, "interposes a series of red lights for women and green lights
for men on their routes to conventional achievement goals

(1977.170).

Realizing this, subjects tended to trace many of women's self-limiting
attitudes and behaviors to the confining messages they receive early on-.
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• • • w°men are still essentially brought up to be the service pro¬
viders in the family, the care-takers.
. . . we ^ have grown up with—this is the girls' thing to do, this is
the boys' thing to do.
Doctors have always been male and nurses
have always been female.
The norms governing acceptable female behavior are maintained, in
part, by the disapproval and chiding of those around them.

Admonishment

was said to come by way of harassment or discrimination from male
employers or co-workers, rejection by male lovers or spouses, and lack
of support from family and friends.
[Older women re-entering or just entering the job market] . . . get
tremendous resistance from their family, from their kids, from their
husband.
Women in occupations are still to a large extent made fun of and
singled out for a particular amount of derision, especially if they
do not have visible relationships with others.
One-third of the subjects talked about the relationship between
women not taking full ownership for their accomplishments and the expec¬
tations for modest behavior imposed on women.

While some women truly

have not internalized their achievements, others were thought to simply
be distancing themselves or "protecting themselves with [the] language"
of learned humility.
When they said I was good, I was supposed to say--"there was nothing
to it."
If they said I was good and I. said—"thanks, I'm glad you
appreciate all the work that went into that"--that was really looked
at askance.
Although cultural variations exist, most women, because of their
conditioning, are less comfortable asserting themselves (Miller, 1976).
What stands out for me most in my work with girls is characteristic
training to be a "good girl "--not to have opinions, to smooth things
over, not to be assertive, not to be direct.
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*.* * Wh?t Asiai? women and Hispanic women share with usually the
middle-class White woman is a lot of non-assertive types of behav¬
ior. . . . Black women . . . have been raised to ... be more as¬
sertive about getting their needs met.
It was observed that many women behave in non-assertive ways
because they fear negative consequences for acting otherwise.
It's that behavior of holding back. Women hold back even on things
that they want to volunteer for for fear that they will be seen as
too pushy.
"It's like the automatic fear is not only will they not get the
raise but they'll lose their job for [asking for one], for challeng¬
ing or stating something affirmatively.
Perhaps the most disturbing aspect of sex role socialization is
women learning to think and act in ways which maintain their own oppres¬
sion.

Collusion of this kind was said to take the forms of women

acting in stereotypic "feminine" ways, e.g. ,• giggling, dependent or
sexual kinds of behavior at work, and accepting the myth of female
inferiority by "believing that we really can't do as much as a man."
Other examples cited had to do with women's relationship to other women.
For example, buying into negative stereotypes of women as always "cackl¬
ing, gossiping, and fighting," rejecting feminism and feminists, and not
supporting other women such that some women have "difficulty getting
their credibility recognized by other women ..."
Women complain about their female bosses--they criticize them for
things they wouldn't criticize a male boss for . . .
I honestly don't believe that women realize . . . the level of the
damage that we do to each other and consequently to ourselves when
we don't support each other.
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Socialization and Issues of Dependence and Safety
"In Western society," wrote Jean Baker Miller, "men are encouraged
to dread, abhor, or deny feeling weak or helpless, whereas women are
encouraged to cultivate this state of being" (1976:29).

Dependency for

girls and women is encouraged by both teachers who tend to like indepen¬
dent assertive female students least of all (Levitin and Chananie, 1972;
Fesbach, 1969) and by parents who often regard female infants as needing
more protection (Garai and Scheinfeld, 1968) and thereby tend to "over¬
help" their daughters (Hoffman, 1981).

According to Hoffman, "When

little boys are expanding their mastery strivings, learning instrumental
independence, developing skills in coping with their environment and
confidence in this ability little girls are learning that effective¬
ness --and_even_safet^--l ie in the affective relationships" (1981:16)
(emphasis added).
The culmination of these messages causes many women to view them¬
selves as incapable of independent action and instead wish to be taken
care of or "rescued" by others--usually men (Eichenbaum and Orbach,
1983).

Additionally, if, as it is argued in the second component of

this paradigm, women have an orientation whereby they make themselves
available to take care of others and for others to depend on, it stands
to reason that they would come to expect to depend on and be cared for
by others in return.
It's real hard for a lot of my clients to look ahead for themselves
... a lot of them really harbor this fantasy that someone else
will come along and take care of them.
Women I observe tend to have difficulty being assertive in job
search efforts. . . . [They are] always waiting for the rescuer.
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There are, however, exceptions to this rule.

Women whose own

mothers were employed (Douvan and Adelson, 1966; Marshall and Karabenick, 1975) and Black women (Wright, 1975; Marshall and Karabenick,
1975) for example both tend to score high on emotional independence
tests and are more self-reliant in relation to their goals.

And Black

women in particular, noted one subject, are less likely to possess
rescue fantasies.
... we got a different message--that you've got to get out there
and make it on your own because nobody is going to help you. [White
women] got [the message that] you've got to marry a lawyer . . .
For other women, especially it seems, adult women who are re¬
entering or just entering the job or academic scene, their dependency
can be quite immobilizing.

One subject who works with such women at a

university career development center said that for the majority of her
clients "it's like holding their hand to get them to even look at a book
[on career information]."

The women believed to be most vulnerable to

this kind of inertia are those for whom others have always made deci¬
sions and provided for.
There's a real lack of security for women who are my very definite
displaced homemakers, the ones who are either widowed or divorced.
There's that almost paralytic fear of--how am I going to make ends
meet? How am I going to pay the rent and feed the kids. . . . And
sometimes that fear is so paralytic . . . that [it] keeps them from
moving on when they know they need to. Because they're afraid of
what might happen--they don't do anything. It's a real passive
attitude—"I won't do anything and the problem will go away."
The discouragement of women from taking risks and testing them¬
selves is typical in this society (Miller, 1976).
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Susan Schenkel (1984) describes the kinds of competing and con¬
flicting messages that help shape women's response to risk and depen¬
dence .
Do well in school, but come straight home afterward because it isn't
safe for you to be on your own. Or, you can do anything you want,
but go to college; you need an education in case your husband dies.
... On the one hand, they were told they had talent and were
encouraged, or even pressured, to be successful. On the other hand,
in day-to-day living, they were discouraged from gaining the psycho¬
logical independence that those achievements require, (pp. 48-49)
Consequently, women were said to fear the risks involved in making
life or work changes, or in other words--externa^ changes, because such
change is perceived as a threat to their basic security.

Baruch,

Barnett, and Rivers were perhaps right when they wrote, "our real neme¬
sis may not be change itself but the fear of it (1983:245).

Similarly,

women were thought by subjects to be reluctant to risk what security
they already have.
. . men will say--"okay. I'll take a chance at being a senior
accountant instead of a junior accountant," whereas a woman who's a
little junior accountant, she'll say--"oh, no--I know all of . . .
my accounts, I'm familiar with them," and she'll sort of talk about
all the reasons she doesn't want to take risks to get ahead.
For various reasons, this fear of risk taking and making external
changes seems to be more indicative of White middle-class women.

It is

worth noting however, that although working class and minority women
were generally described as being more risk oriented, at least one
subject believed that the job related risks taken by Black women are not
always the most politically astute.
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[The working class woman is] not as safety-oriented as her middle
class counterpart [who will] need to have things explained to her in
triplicate before she makes her move because she will want things to
go without a hitch. The working class woman will work it out as she
goes along.
... it has to do with' having the choice as to whether you can take
risks or not and lower class working women of all cultures and Third
World women in general have fewer choices. They're also in a para¬
doxical situation because on the one level they really can't hold
themselves back from taking risks to get what they need to support
their families. But on the other hand . . . they have to face the
double risk of being not only perceived as an uppity female, but a
whole host of racial stereotypes associated with [being assertive].
Beyond the fear of external change, three other factors were cited
as reasons why most women resist taking risks.
self-confidence and self-esteem.

One was simply a lack of

As one subject said--"it's real hard

to take a chance on yourself if you don't feel real good about who you
are and what you're doing."
tion to personal safety.

The other had to do with women's orienta¬

This emphasis was thought to derive from the

fact that there are very real physical dangers to women which they are
apt to take into account when, for example, considering relocating for a
job.

Given then that women are more vulnerable to violence in this

society it may be concluded that their emphasis on safety and security
is at least somewhat warranted.
The third explanation offered for women's reluctance to risk had
to do with anxiety around making internal kinds of changes.

Just as

some women were said to perceive external changes as a menace to their
sense of security, internal risks and changes can signal a threat to
women's very sense of self.

Although it was thought to be less true for

Black women, women in general, and especially older women were believed
to be experiencing a certain degree of turmoil over the changing status
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of women and their place in that cultural transformation.

At risk here

is one's very identity as a woman.
When women start to take these steps to move out into nontraditional forms, there's this internal reluctance to challenge
what is already familiar. [It requires] the kind of self-expansion
and redefinition process that is necessary. And it is always a sort
of painful breaking down of old patterns and to replace them is real
scary to women. . . . Women [are] mirroring or reflecting or living
out some major social upheaval which is very personal and it's
causing a tremendous amount of inner tensions and reluctance to risk
letting go of those old forms.
The Consequences to Performance: Expectations,
Achievement, Success, and Failure
As can be expected, both the sociocultural expectations for women
and certain gender, race, and class realities are certain to have an im¬
pact on women's self-expectations, on their achievement aspirations, and
on their sense of success and failure.

Problems stemming from multiple

roles for example, constitute a significant area of conflict for most
women (Hall, 1972).

For some women the dilenma is perceived to be role

incompatibility.
[Women sayl "it's okay for somebody else to be doing and striving,
but it's not okay for me. ... I would be giving up too much. • • • _
[I'm] not sure whether I'm willing to give up my life for my career."
The assumption is that you can't have both.
Many women were said to feel less confident in roles outside of
what has been classified as women's work.

It was believed that Latino

women in particular, due largely to the "cultural-religious role of
women in the home," have "a tremendous amount of difficulty with the
notion of non-traditional work."
thought to be different.

The issues for Black women were

For one, when role tensions do exist they are

more likely to be related to the problem of trying to strike a balance
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between being supportive to the achievement needs of Black men and
frequently needing to compete with them in a meager job market.
Gomez (1973) found Latino women to face the same dilemma.)

(Nieto-

In addition,

role incompatibility and the recent spotlight on this ostensibly new
problem of how to mix job and family were said to be met with bemusement
by Black women for whom historically, "it wasn't something you thought
about doing, you just did."
Part of the discrepancy seems to be due to differences in early
sex role socialization.

For White women at least, the expectation is

that men will be the providers.

"[Men] are raised knowing that at some

point in their lives they will go out and be the source of support for
their families."

Despite recent changes, "in many quarters [females]

are still brought up to be wives and mothers and see themselves [as
such]--they don't think of themselves as working people."

As one sub¬

ject recounted, "I went to a psychic once and she said, . . . 'you will
work all of your life'; and [when] I told my secretary and this other
woman and they were shocked that I was happy."

Nancy Chodorow (1974)

asserts that girls are the frequent recipients of conflicting and
competing messages as to their future.

Schooling for them she says is

really a "pseudo-training" which "is not meant to interfere with the
much more important training to be 'feminine' and a wife and mother,
which is embedded in the girl's unconscious development" (1974:55).
Somewhat unexpected was the reported finding that working class
women may not view themselves as future workers any more than women from
more privileged classes do.

Observed one subject,

163

It seems to cut across classes because on the other extreme, I have
seen working class women who have gone from perhaps their homes into
early marriages which failed and then they went on welfare. So it's
safer for them, getting AFDC or whatever and they still have not
really had to work. But now what happens is that the kids become
older and they can no longer get AFDC and now for the first time
they are forced to think about working.
The experience of Black women once again though differs markedly.
[We learned] as little girls that we had to work to survive, for
ourselves and our children. That was part of our femininity. In a
Black community, if you did not have good confidence to earn money
and progress you were not as good for yourself, your child, or for
your man. . . . Developing work skills was a very realistic part of
your existence. From what I'm hearing about White women I think
that may not have always been the case . . .
. . . our mothers instructed us that we were going to work, not
marry and escape, not marry and be sheltered, but that we were going
to work . . . and what college was going to be above everything else
was to make us better workers, profitable workers. ... It would be
suicidal not to believe we could do anything else.
Even though most women do not expect work to be central in their
lives, for many it turns out to be so (Baruch, Barnett & Rivers, 1983).
For these women there were thought to be two potential consequences.
One was a feeling of precariousness.

Said one, "they all too frequently

feel that they are where they are on sufferance, and the next step [will
be] the step when they'll get the axe."

The other is impermanence,

e.g., "I run into a lot of women who have never expected to have an
occupation, still don't believe in it, and in many cases act as if it's
a fluke or temporary or it's going to go away or it's not serious.
Other women were reported to not experience a sense of legitimacy
in their worker roles because of these kinds of sex role related expec¬
tations formed early in life.

Instead women may "have a feeling that we

are simply not entitled to positions of power, authority, or control."
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Significantly, Beuf (1974) found that girls revealed that the job they
would hold as a boy was the one they really preferred, but they realized
they could not hold it because they were girls.

It is possible then

that if these girls should later find themselves in a job which they
previously thought they could, or should not hold, they may not experi¬
ence a sense of legitimacy because of the unconscious belief that they
should not be there, and therefore are "lucky" to be there, in the first
place.

In any event, early social, family, and self-expectations seem

to be at the heart of the problem.
They feel illegitimate, like they have no right to this space. A
corporate vice-president I know told me that when she [imagined]
herself in the 40s of her life what she assumed she would be was a
woman with 4-5 children with a very successful husband . . . with a
house in [a wealthy suburb], maybe she [would do] a lot of volunteer
work for the church [or would do some typing part-time. She got
married but her husband soon died and so she went to work for a
large corporation where she was regularly promoted.] And now she's
47 and a vice-president, and she can't believe that this is real
. . . that this is her life. She says--"I wake up and I look at
myself in the mirror, and I say, who are you?! This is not what you
are supposed to be doing!"
[Some women feel like imposters] because they never get affirmed as
workers. They're always getting affirmation as females and per¬
ceived female qualities so they don't accumulate a sense of self as
a worker. . . . It's usually in the family somewhere . . . very
early kind of training . . . [and] often a daughter's sense of her¬
self is totally unrealiable before she ever even starts school. She
doesn't have a sense of herself being able to accomplish things, she
only has a sense of herself as being somebody's nice little girl.
These sentiments are underscored by Flax's observation that "a
woman's desire to succeed may be undercut by a sense of being a

fake'

of being less competent than people think, of not really belonging in
this world, of marking time until her real fate arrives
(emphasis added).

(1982.182)
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All of this is bound to impact on the kinds of goals and aspira¬
tions women have for themselves.

Traditional career paths were thought

to be selected because "some women don't feel they have a right to
aspire to certain levels" and so either adjust their goals accordingly
or are reticent to engage in any kind of serious goal setting at all.
Performance insecurity in women was thought to be heightened by
various external

factors.

Women's feelings of inadequacy, for example,

were linked to the devaluation of "women's work" evident in salary in¬
equities which thus reinforce "women's perception that they are not
valuable people, that they're not competent, that they're not doing work
that is essential."

For so-called pioneers, chronic self-doubt was said

to stem from the fact that they "have never had the opportunity to see a
lot of women doing that before."

And because women's competence is so

often challenged there was said to be greater social expectations and
pressures for them to prove themselves more competent than men.

For

women from oppressed racial groups this pressure was thought to be in¬
tensified since they are frequently expected to excel as representative
members of both their race and gender.
Women's failure-related-anxieties were also traced to social ori¬
gins.

Some were said to be related to "the tendency [of others] to mag¬

nify women's mistakes and sell them as proof of women's lack of qualifi¬
cations."

Women's own over-identification with failure, on the other

hand, was thought to be a function of early conditioning for some women
and class dynamics within the family for others.
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. . .it goes back to women not having ... as many opportunities
and the different types of opportunities that men have had in their
growing up years to experience failure, to learn to keep a stiff
upper lip when someone is criticizing you . . .
What I see in working class to upper middle class professional fami¬
lies is a sense of being alienated from the family. The family
doesn't know how to ask the right questions, they don't know the
value of what the daughter has accomplished.
[Her accomplishments]
are frequently devalued and [they] put the emphasis on all the areas
in which she may not be achieving for example, in terms of relation¬
ships or children.
And she may feel like a complete failure no mat¬
ter how successful she may be in other terms.
I see that one over
and over.
Sociocultural expectations and realities were also believed to im¬
pact on women's definition of success.

For more traditional women, it

was said, success often means not having to work outside the home.
Others were thought to share a more male-oriented version, equating suc¬
cess with money and power yet expanding that definition to include the
Madison Avenue expectation that "they can work for 9-12 tough hours and
go home and have an Aviance night."
Finally, women's expectations for success were considered to be
negatively affected by two additional

factors.

Expectations were found

to be lowered by one, perceived external roadblocks thought to prohibit
women from achieving, and two, the paucity of role-models available to
women and especially to working class and minority women.

Women in a Male Work World
The fact that women are struggling to achieve in a work world
which was designed by and for White males did not escape the subjects of
this study.

In conjunction with their discussion of the inner obstacles

blocking women, subjects were also quick to point out how the attitudes
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and behaviors of individual males limit both women's achievement striv¬
ings as well as their level of effectiveness.

Debilitating kinds of

behaviors include interrupting, ignoring, or excluding women.

Also

cited were the ways in which some men stereotype, invalidate, trivial¬
ize, harass, and overprotect the women they work with.

Subjects also

noted that the entire system of work itself often exploits, invalidates,
and discriminates against women as a class.
Even settings that seem congenial to women may still perpetuate an
alienating gender bias.

Noting that a similar analogy can be made for

minorities in relation to Whites, one subject observed:
The work world outside of the home is male defined [and] reflects
male socialization and male culture. Therefore, there is a greater
degree of comfort that men have . . .in working in that environment
in contrast to women, for whom that male environment is very foreign.
The men have the upper leg in terms of just "fit" . . .
Because "the system was not designed for us," women do not "have a
history of belonging [which] makes one feel like an imposter."

Yet the

"greater degree of comfort" experienced by men was thought to be a pro¬
duct of not only a work world "designed by men and according to male
values" but also from the deliberate training they receive to assume
their position in it.
Men have been conditioned to at least affect self-confidence. I m
counseling a young man right now who down inside is scared to death,
but I'm sure he could walk in anywhere and get a job because he's
learned to do that.
For women the messages were thought to be quite different.
[For] boys, there aren't as many . . . constraints and prescrip¬
tions. It's more like--"We don't care how you play the game, just
W1-n it"--kind of thing; whereas for girls [the message is], "we do
care how you play the game."
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Excluded from similar learning situations, women as a group were
thought to be denied necessary knowledge and experience leaving many
women tactically naive as to male work norms and values, or in one's
words, "the lay of the land."

Some women avoid office politics alto¬

gether, "feeling they can avoid the battle and still win the war."

Part

of the unwillingness to "play the political game" comes from the fact
that "the game is so foreign to so many women [and] it's scary to play a
game when you don't know the rules."

One reoccurring example was women

typically not recognizing the premium placed on social networking.
sequently, many women resist becoming "part of the group."

Con¬

Black women

were considered to be generally more self-isolating, either in an effort
to avoid anticipated rejection from White co-workers or due to an
unfamiliarity and uneasiness with the upper class rituals in corporate
circles.

Other reasons cited as to why some women might be "reluctant

to join in social activities . . . where a lot of contacts are made, a
lot of networking takes place, a lot of important gossip or political
information gets shared, and where a lot of deals get worked out," is
that they consider such* activities to be "phony," "manipulative," and
"devious."

Another reason may be because women "judge relationships in

the work force according to the rules that they would apply to their
relationships with their best friends."

Other reasons suggested were

the belief of many women that personal and work lives should be kept
distinct and separate and the fact that many women do not have either
the required or willing male mate to accompany them to business func¬
tions .
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Often miscalculating the need to be political, noted one,
[Women will] gossip [but] rather than use it as men do, we haven't
yet learned to take a bit of information that we might get at a
coffee break and plan it into our overall strategy with this parti¬
cular organization. We use it for the sake of gossip only rather
than the sake of promoting our own cause.
Beyond specific role learnings, another reason why women's behav¬
ior may appear to be different than men's is they frequently operate out
of a different value system (Gilligan, 1982).

"Boys learn how to play

the game very early on," said one subject, "but for girls it can be a
real violation of who they are inside."

Moreover, according to Flax,

this kind of "ambivalence about male values and the unwillingness to
give up the female identification of the self may lead to disabling
conflicts about their work" (1982:182).
For instance, it was observed that women expect work decisions
will be based on logic versus politics or prejudices and that their
commitment to honesty will be reciprocated by those they work with.
Unfortunately, remarked Kosinar, "female role learning, regardless of
its worth, is not recognized as functional in the organization" (1981:
35).
When faced with the incredible amount of lies that they're faced
with every day, some [women] just flat out refuse to accept that
they are lies. . . . So they make very bad politicians at work and
very often get used because of it. But they don t learn--there s no
learning that occurs from being used.
The fact that men commonly gravitate toward power and women reject
it as "selfish and destructive" only adds to the moral dilemmas women
routinely face.
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[Women have] issues with how to wield power without becoming abusive
because we've been the victims of that kind of abusive power. [And
so when] . . . you move into a job that's defined by the way you use
power, how do you use power without abusing it and using that same
kind of masculine power?
For women less experienced in the work world, it can raise fears
precisely because it is such a "very strange environment for women to
fantasize about."

Fortunately, the opportunity to practice, says Jean

Baker Miller (1976) is all that women need to function in the "real
world."

Subjects agreed, generally attributing those occupational skill

areas where women are thought to be typically deficient, i.e., negotiat¬
ing for money, career planning, conducting job searches, exerting lead¬
ership and authority, depersonalizing critical feedback, and decision¬
making and risk-taking in occupational realms, to their relative lack of
experience and consequently confidence.

Said one subject, "Women devel¬

op their confidence around much more limited forms of activities [like]
primary relationships and are not in any way prepared for the kinds of
experiences that they may have in occupations."
Additionally whether it be for a promotion, a raise, a desired
transfer, additional training opportunities, or just plain recognition
women were thought to have a tendency to "wait" for theirs.

This wait¬

ing syndrome was traced to two sources--female socialization and the
presumption of fairness.
In terms of early conditioning for example. Turner (1974) con¬
cluded that for girls, self-concept is related to success being attained
by being chosen by others rather than through their own direct pursuit
of happiness.

Boys though, learn early on that they must be self-
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reliant and self-regulating and that acceptance and success are acquired
by actively seeking them out.

This pattern persists in their adult

lives where women may have difficulty pursuing occupational ends and in¬
stead, "wait for someone to promote them, somebody to sell them."

"They

don t recognize,1 said another, "that they need to be very proactive and
assertive about managing your own career and your development."

More¬

over, "in the professional world," state LaBella and Leach, "[waiting]
is considered dependent, passive and powerless behavior, which communi¬
cates that you are waiting for reassurance from a stronger, more inde¬
pendent source" (1983:12).

In the case of this study it was observed

that women tend to have difficulty being assertive in job search efforts
frequently "waiting for things to come to them, [they are] always wait¬
ing for the rescuer."
Part of women's tendency to wait though, stems from the erroneous
(and ironic) assumption that the system is fair.

Gilligan in her psy¬

chological theory of women's moral development, reaches the conclusion
that women share "the vision that self and other will be treated as of
equal worth, that despite differences in power, things will be fair
. .

(1982:63).

In occupational terms this translates into the pre¬

vailing belief that people who work hard will be recognized and re¬
warded .
The pattern of waiting to be chosen is certainly one we work with
other women on. Everybody thinks that if they're good at their jobs
and they work their fingers to the bone that someone will choose
them rather than going after what they want.
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. . .women normally do not take the time to understand how salaries
are administered in a company . . . they assume that their boss will
do the right thing by them ... I think that maybe goes back to the
old assumption that things are fair and will work out for the best.
I know a woman who busted herself on this project for 8 months.
. . . Well, when it came time for the report to be sent to the’board
and her^manager put her name on it . . . she kept saying, "it's
okay, I'm sure [the boss] will remember me" . . . and sure enough
there was a promotion in the department and it wasn't [given to
her]. She'll probably get a $200 increase and a pat on the back.
On a related topic Baruch, Barnett, and Rivers (1983) discovered
that women tend not to make the connection between their success in
careers once closed to them and the efforts of feminism.

They perceived

no personal impact from the women's movement insisting instead that
their achievements were the result of personal not social gains.

They

note that "even women in occupations only recently open to women fail to
make the connection between their success and feminism" (1983:237).

On

this phenomenon Heilbrun remarked that, "no group of people, anywhere,
has ever felt so impelled so persistently to deny their association with
those who have won for them their opportunities that they now insist on
enjoying as their natural and inevitable right" (1979:28).

This same

denial of discrimination (Crosby, 1982), this same assumption that the
system is fair and that people are treated equally regardless of gender,
was found by subjects to often be true of the women with whom they
interact.
. . . one major sabotage is believing that sexism affects only other
people . . . the assumption that if I'm okay and I do my stuff then
I will be rewarded.
. . . related to the fairness [issue] I always find women who are
shocked to find out that they make less money than men in the same
jobs, or that women in their organization are making less money than
men who are holding the same jobs.
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V-

• *SSl°n 9r°Up to get [Professional women in a cor¬
poration] to identify some of the barriers they have faced in the
company . . . and out of twelve women there were four who
felt
that [affirmative action] was unnecessary and if women were really
good they would get the job, that they would get promoted ... you
know-- we made it . . .and any woman who is good can succeed in
this company. ... For those women, they believed they had suc¬
ceeded and accomplished things because they did it, they were excep¬
tional. Affirmative action wasn't responsible . . . hundreds and
hundreds of women being on their backs for them for the last 20
years didn t do it. It was like — "I did it all by myself!" I
thought--who are you shitting?
Doratinnlhtn

Summary
Various sociocultural expectations and realities have a profound
impact on molding women's experience in the work world.

Whether it be

the privileges and penalties accrued by virtue of a woman's age, race,
or class or the constrictions attributed to male predominance in the
work world, the internal obstacles inhibiting women are deeply embedded
in a social context.
In addition to the two just mentioned, it was determined that such
factors as lack of opportunity, the relative dearth of female role
models and mentors, and the cultural devaluation of women's values,
characteristics, and contributions restrict women's achievement poten¬
tial.

Moreover, the range of behavioral and occupational options

available to all women was said to be at once shaped and curtailed by
socially prescribed roles and expectations.
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II.

Other-Pirectedness

It has long been believed that females have greater affiliative
needs than males (Oetzel, 1966; Walberg, 1969) causing them to experi¬
ence conflicts between affiliation and achievement.

Such conflicts are

understandable given that women function in a work world dominated by
men for whom, in contrast, relationships hold a relatively subordinate
position regardless of the relationships' intensity (Levinson, 1978).
The fact is that women's greater proclivity toward fostering interper¬
sonal and emotional relationships in society (or, in other words, their
"other-directedness") and men's inclination toward more individual
mastery-directedness appears to be a cross-cultural phenomenon (Rosaldo,
1974; Gonzalez, 1976; Nievara, 1976).
The differing orientations are reflected in, among other things,
the game playing patterns of girls and boys (Sutton-Smith, 1972; Lee and
Grapper, 1974; Lever, 1976).

Boys' games emphasize high risk, physical

contact, intrusiveness, and competition resulting in clear winners and
losers whereas girls' games typically involve low risk, accommodation,
taking turns, inclusiveness, and indirect competition (Sutton-Smith,
1972; Lee and Grapper, 1974).

These tendencies are underscored by sex

role socialization patterns whereby girls are socialized toward nurturance and responsibility and boys toward self-reliance and achievement
(Barry, Bacon and Child, 1957).
Bakan (1966) asserts that males have an "agentic" orientation to
the world while that of females is considered "communal" in nature.
differentiates the two this way:

He
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Agency manifests itself in self-protection, self-assertion, and
self-expansion; communion manifests itself in the sense of being one
with other organisms. Agency manifests itself in the formation of
separation; communion in the lack of separations. Agency manifests
itself in isolation, alienation, and aloneness; communion in con¬
tact, openness, and union.
Agency manifests itself in the urge to
master; communion in noncontractual cooperation. Agency manifests
itself in the repression of thought, feeling, and impulse; communion
in the lack and removal of repression, (p. 15)
Based on this description of male-female ego qualities, the commu¬
nal or other-orientation clearly emerges as the most desirable, almost
saintly mode.

Baken himself suggests that male ego qualities are patho¬

logically extreme.

If this is so, one would surmise, women's communal

orientation must therefore, make for a state of psychological wellness.
Chodorow dismisses this attractive conclusion, pointing out that,
"Bakan, in his (legitimate) preoccupation with the lack of connection
and compulsive independence that characterizes Western masculine suc¬
cess, fails to recognize the equally clear danger (which, I will sug¬
gest, is more likely to affect women) of communion unmitigated by
agency--of personality and behavior with no sense of autonomous control
or independence at all" (1974:56).
The assets ami liabilities of women's other-directedness are elab¬
orated on in Carol Gilligan's (1982) provocative theory of women's de¬
velopment.

Gilligan found women's lives to be embedded in their inter¬

actions with others and moreover, that this connectness is guided by a
sense of responsibility and caring for others.

This orientation is

clearly revealed in the findings of this study where, for example, women
are described as often being reticent to take proactive occupational
steps out of a sense of obligation to others for whom such moves may
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affect.

To act purely out of one's best interest would be considered by

women to be selfish.

This "... opposition between selfishness and re¬

sponsibility," stated Gilligan, "complicates for women the issue of
choice, leaving them suspended between an ideal of selflessness and the
truth of their own agency and needs" (1982:138).
This balance between the strength and the debility of women's
other-directedness, as it relates to their experience and concerns in
the work force, is explored in this second section.

Topics include:

(1) women's sense of responsibility and connectedness to others specif¬
ically in terms of risk-taking, relocating for a job, and the processes
of decision making; (2) responsibility for maintaining relationships in
the private sphere and its impact on work; (3) women's concern that
societal and individual disapproval about work roles will separate them
from others; (4) responsibility for maintaining relationships in the
public sphere and its impact on work; (5) the implications that women's
other-di rectedness has for the performance issues of success, failure,
and competence; and (6) the occupational utility of skills, qualities,
and values which are other-directed.

Responsibility to Others: Maintaining Connections With Others
by Considering the Impact of One's Actions on Others
Gilligan's study revealed that women use a "language of selfish¬
ness and responsibility, which defines the moral problem as one of
obligation to exercise care and avoid hurt" (1982:73).

This sort of

language is similarly reported by the subjects of this study who found
that when it comes to deliberations around risk taking, relocating for a
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job, or even decision making itself, women are generally guided by a
sense of responsibility to others.

"Sensitivity to the needs of others

and the assumption of responsibility for taking care," observed Gilligan, "lead women to attend to voices other than their own and to include
in their judgement other points of view" (1982:16).
At its best, this ethos of care and responsibi 1 ity may well be the
core of "women's moral strength" (Gilligan, 1982).

However, the ten¬

dency of "Western middle class" women to exceed the boundaries of care
by either blaming themselves for others' unhappiness (Chodorow, 1974) or
by experiencing an all encompassing sense of responsibility is neither
mentally healthy nor occupationally functional.
[There] is the tendency to believe that we are responsible for other
people's feelings or other people's good or bad fortune.
Women often have a tendency to take responsibility for things that
are not their responsibility. For example, I hear women at lower
levels . . . ask me how they should solve the problem of having to
answer to two bosses whose demands on her time conflict. Women
don't realize that that is not their responsibility to solve that
problem--it is their bosses.
Subjects indicated women's reticence to take risks is not neces¬
sarily a function of intimidation or dependence.

More often, it was

believed to stem from a concern for the consequences of that risk on
others, reflective of, in Gilligan's words, "a life lived in response,
guided by the perception of others' needs" (1982:143).

Moreover, just

as Gilligan's subjects linked their difficulty making choices to their
desire not to inflict hurt onto others, so did the subjects of this
study.
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[Women are reluctant to take risks because of] the feeling of re¬
sponsibility that they have that someone else might be hurt because
they take a risk, someone else's life might be affected.
Women are nurturers and [will support their spouse's risk taking
ventures] . . . but as for their own risk taking [they sayl, "well
what about Junior, I can't be there [and] whether it's my younger
child, or my aging mother, I need to be there." So the decision to
risk is compounded by [relationships].
In terms of making decisions ... we have more of a tendency to
think of all sides of the thing, to be concerned about the effect of
our decisions on people . . . [so] we may take longer.
When it comes to making choices, I think that we have more difficul¬
ty making those choices because we have to think about the baggage
we bring . . . the husband, the children, a mother. . . . So we've a
lot of . . . relationships that we have to give first consideration
to.
This consideration for others seemed most salient in terms of de¬
cisions to relocate for a job.

Women were said to often be reluctant to

move either out of consideration for those affected by the move or be¬
cause they did not want to sever connections between self and others.
. . . women recognize that there are a lot of implications for a lot
of other people besides themselves when they make a decision about
relocating or taking on more work . . .
[For women there is] consideration of other people in our lives, our
children, the men in our life, and even our parents. How will it
affect the children? . . . "We just moved last year; if I move again
little Johnny will be traumatized."
I suspect that what comes up for women over and over is choosing
things which are not measurable in terms of money, choosing things
which are almost intangibles--liking to be in an area because it's
more hospitable to women, [or it] might be closeness to family,
closeness to friends, let alone any very special relationship.
I find . . . younger, single women just out of college, 20-21 year
olds, who will say, "gee—I can't leave my friends [to relocate for
a job]."
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Responsibility for Maintaining Relationships
in the Private Sphere
Women's sense of responsibility to and for others is perhaps no¬
where more keen than in relation to the family.

In fact, womankind

appears to be universally bound by the expectation that they create and
maintain relationships in the private arena (Rosaldo, 1974).

In turn,

this expectation can and does impact on women's endeavors in the public
or work sphere.
. . .all women, Black, White, Asian, Hispanic, Native American
share the same fears around the effect that their work life is going
to have on their personal life or social life or family life. . . .
One similarity in all those cultures is that women are the central
part of what keeps the group together.
[They] are responsible for
maintaining personal relationships in all these cultures and have
the primary responsibility for the family . . .
It seems very obvious to me that in many ways we are still asking
little girls what they're going to b£ in terms of relationships when
they grow up and not what they're going to do. We still emphasize
relationships for women and activity for men and that hasn't changed
to the contrary. In many cases we just ask them to add activity to
the task of caring for all the relationships.
"Women not only define themselves in a context of human relation¬
ships," remarked Gilligan, "but also judge themselves in terms of their
ability to care" (1982:17).

Since they often assume an inordinate

amount of responsibility for others' well being, women are apt to either
transfer this sense of accountability to their job or to see work itself
as interfering with the level of care they can provide at home.

In

either case, the self critique is apt to be unnecessarily harsh.
It's easy to blame yourself . . . women are good at that. . . .
"It's all my fault that my kid's not making it, or it s all my fault
that my husband's left home" ... we blame ourselves far too much
for the outcome of our lives and everybody else s.
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We were the ones who could make the entire family happy, we were the
ones who could patch up the arguments that went on. . . . TSol
ecause I was responsible for all these things . . . now that I'm in
the workforce, when something goes wrong--it must have been me. It
has to do with responsibility and holding ourselves accountable for
it all.
* * :the guilt associated with going to work . . . [when] we drop
the kid off at the day care—I've seen young mothers stand there and
sulk at the desk for 20 minutes before they [can work].
Not surprisingly, Belotti (1975) found that girls are used to
"sacrificing themselves from an early age," having been taught to do so
by their mothers.

This self-sacrifice is characterized by the popular

female doctrine that others' needs are more important.

"The notion that

virtue for women lies in self-sacrifice," wrote Gilligan, "has compli¬
cated the course of women's development by putting the moral issue of
goodness against the adult questions of responsibility and choice"
(1982:132).

Such conflicts frequently arise for women around occupa¬

tional kinds of choices.
It's reprioritizing. What it gets to is saying, "I'm important, I'm
the breadwinner, I count too." And that's [considered] selfish, and
women cannot be selfish.
. . . women [are] fearful about going for promotions or actively
seeking success and advancement because of what it might cost them
in their personal lives. The fear is that it will get in the way of
a marriage or of the kid's welfare.
IWomen] need to understand that there are choices that they need to
make and that they can't be all things to all people all of the
time--that there are going to be weeks and years where you are the
most important and that it's okay for you to be the top dog at home.
Much of the career-related literature on women characterizes them
as comparatively conservative risk takers (Hennig and Jardin, 1976).
Vet, while this assertion may indeed bear some accuracy in employment
realms, the literature seems to imitate society in ignoring or devaluing
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the types of risks women do take in the private realm of relationships.
I think women are more reluctant to take risks that our society un¬
derstands. ... If a man decides to diversify his business, it's a
risk. The risks that we take as women are strenuous risks but they
are diminished in importance.
Remaining home to raise a child is a
risk.
The number of women that are leaving home in large numbers,
they're taking risks. We take lots of risks but they're not publically acknowledged, not thought to be important, not thought to be
money risks [but] in a sense they are--if we're not in the work¬
force, we're taking a risk . . . but it has yet to be appreciated or
validated in our culture.
I think women take all sorts of risks emotionally all the time-death defying leaps, plunges, and falls and take fewer risks pro¬
fessionally.
. . . women tend to risk more emotionally, are more likely to allow
feelings of vulnerability, to allow feelings of love, and to express
them . . .
Finally, Gilligan observed that women's "subordination of achieve¬
ment to care .

. . leave them personally at risk in mid-life" (1982:171).

Her assertion that this reality speaks more to a flaw in society than in
women's development is only somewhat comforting, especially in light of
this next observation:
... how risky is it to depend on another person to take care of
you all your adult life, to put all of your eggs in one basket?
That's pretty damned risky if you ask me.

Other-Pirectedness and Roles
Even as the rules governing appropriate female behavior and roles
are gradually being chipped away, fears that others will disapprove or
reject them for role infractions continue to inhibit women occupational¬
ly.

Moreover, women's need for approval may be higher than men s

because, according to Baruch, Barnett, and Rivers (1983), they are more
apt to labor under "out-of-step anxiety" related to roles.

Their
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ambitious study revealed that women in all role categories are vulner¬
able to feeling out-of-step:

single women because they are not married,

divorced women because they are no longer married, some childless women
because they do not have children, and employed mothers (married and
single) who often experience anxiety about departing from the prescribed
full

time motherhood route.

Even those women who are traditional non-

employed wives and mothers can feel out of step in a society which is
suddenly questioning the value of that lifestyle.

It is no wonder that

women as a group are hypersensitive to role related disapproval from
others, and to an extent, are sharing society's confusion (and alarm) at
challenges to limiting definitions of femininity.
[With non-traditional jobs] often an impediment is fear of or con¬
cern about others' disapproval. . . . "Mom isn't going to approve.
Dad isn't going to approve, my husband isn't going to approve, my
boyfriend isn't going to approve, my girl friends will think I'm
crazy. ..." [The] fear of rejection by supervisors and others,
fear of the tension that's created every time you challenge something.
There's concern about certain jobs being seen as unfeminine.
In
their own eyes, there's a stereotype about certain types of work and
what that often seems to raise is questions of sexual identity for
some, but not all, women.
If they're doing this construction
worker's job they're concerned that they'll be seen as lesbian.
Sometimes, regardless of their sexual preference that they'll be
labeled, identified, limited, categorized according to the work that
they do--so that they won't be seen as whole people but just as that
"dyke" doing that kind of work.
. . . women may also feel, and rightfully so, that here is a lot of
sex stereotyping in work and that if they take a job that is not a
typical female job or take a job on a much higher level than any
other woman has even gotten to--that there's going to be some sacri¬
fice in their personal life.
[Which is true when] talking about
women who are straight or are interested in marriage . . . [because]
statistically speaking . . . men do not tend to marry women who have
more degrees than they do, or who are stronger than they are, are
able to dig a better ditch.
So there is some consequence to their
personal lives around taking particular types of jobs.
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Responsibility for Maintaining Relationships
in the Public Sphe~re
'
A recent large scale investigation found that women, more often
than men, describe their jobs as filling certain "human relations"
needs, with women managers and professionals and college graduates
placing an even higher premium on working with people they like (Public
Agenda Foundation, 1983).

Worth noting, however, are other recent

findings that women are less interested in social relations at work and
more concerned with such things as autonomy (Butler and Kipper, 1980),
the need for mastery (Bowen, undated), the intrinsic content of a job
(Andrisani, 1978), the challenge, stimulation, and variety a job offers,
its learning and decision making opportunities, and the degree to which
the job fits one's skills (Baruch, Barnett and Rivers, 1983).
Subjects of this study though, did find women to be relatively
preoccupied with interpersonal relations at work.

(This does not neces¬

sarily preclude the likelihood that women value dimensions of work along
the lines just mentioned, but rather may be more indicative of the fact
that subjects were asked to focus primarily on inhibiting kinds of
factors.)
[Women] talk about their expectations that they will get their
affiliation needs met at work--if they aren't close friends with
everyone there must be something wrong. Working relationships be¬
come synonymous with friendships, close intimacy . . .
Someone said to me recently that ... her supervisor is a reserved
person.
Other women in the bank didn't like working for this person
because she's reserved, she is not warm. . . . They want their
warmth.
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Women s need to like and be liked by those at work was said to be
pervasive.3
personal."

One subject described it as "the hunger for things to be
This is consistent with for example, findings that girls are

more concerned with being well liked and are more vulnerable to criti¬
cism (Rosenberg and Simmons, 1975) and that women may have a higher need
for approval than men (Baruch, Barnett, and Rivers, 1983).

The consen¬

sus of the subjects was that women's desire to maintain good relation¬
ships in the workplace and their need to be liked and accepted is
frequently at the expense of efficacy.
... it can be difficult for you to be authoritarian when needed
and to make difficult decisions involving people when you're overly
concerned with maintaining relationships.
There is the holding back on taking action out of fear that it may
cause someone else to disapprove; the tendency that women have to
ask questions rather than make statements. The tendency to use a
lot of modifiers and qualifiers around what they say so as to build
in escape routes for themselves in case someone should object to
what they say.
Another price that so many women pay for their dependence on posi¬
tive regard is a tendency to overpersonalize even constructive criticism
received on the job.

Again, this sense of overarching responsibility

leaves them vulnerable to the opinions of others.
We also have a tendency to internalize criticism and become incapa¬
citated with guilt or shame. Women lack so often the ability to
develop a shell to others' judgements and desires for our behav¬
iors--^ the extent that we become other-directed.

3A notable exception is Walshok's study of female blue-collar
workers in non-traditional jobs which revealed that the most important
determinants of their success are competency and skill, thereby forcing
these women to "forego the short term satisfaction of being liked and
accepted by the group i_f it risked learning the job and long-range
success" (1981:204).
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[Constructive criticism is over-personalized] because women are
socialized to believe that it is our job to please others, to be
responsive to their moods, their likes and dislikes.
It's been a
tradition.
If the person in power is not happy, it must be some¬
thing that you as a person who is supporting that powerful person
[are] doing.
For many women, the responsiveness to others and desire to spare
others pain which is operative in their personal lives is simply ex¬
tended into their roles as workers.
There's some confusion that comes with moving assertively into the
workforce so that our communication skills are sort of nurturing and
apologetic, and above all--very nice. Our style is very nurturing,
almost mothering . . .
[For] many women . . . it's hard for them to keep their congruence,
meaning they want to say something that's a negative comment but
they try to protect the other person by maybe changing the facial
expression, or they try to say things like, "now don't take this too
hard." They try to soften the blow before they come up with the
real statement.
Compared to men, women also report feeling more like part of a
team, are more apt to think that the people they work for treat them
with respect and care about them, and take more pride in their companies
(Public Agenda Foundation, 1983).

Despite the obvious benefits of such

attitudes, taken to an extreme they can result in excessive and selflimiting loyalty to one's employer.

Indeed, one of the most frequent

excuses women give for not taking career risks is that of being needed
(Yglesias, 1981).

Women's dependability and loyalty to the job and to

co-workers is at once troublesome and admirable.
[Women display] dedication to the point of denial of self-needs.
Women have a tendency to be very loyal to the point that they have
difficulty leaving a job to advance themselves because they feel
that they need to stay.
It's like needing to stay with the family—
you don't leave a situation where you are needed.
And in a work
situation you can always find a situation where you're needed-or
you hallucinate you're needed.
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Sometimes I think they don't ask for transfers for fear that they
will hurt someone's feelings. Women tend to be loyal beyond what
makes sense.
. . . older, mature women are much better employees in terms of
dependability and stability and loyalty.
God, these women are
loyal.
They will not take a day off unless they're dying at home.
The greatest strength that women have is that they work their butt
off every day.
They work! And if America's having a productivity
problem it's not because of women . . . women give a great deal to
their jobs, care a great deal about their jobs.
That the inordinate need for approval and the appeasing nature of
some women can and does interfere with the mandates of their jobs is
indisputable.

Furthermore, Crosby (1982) may indeed be correct when she

suggests that such women are forfeiting financial rewards for "psychic
income."

And yet, this dependence on positive regard and alertness to

the signs of approval and disapproval may also reflect an unconscious
desire on the part of women to maintain the web of connectedness between
people that Gilligan (1982) describes.

A woman may fear that if people

do not like her, if she is in effect rejected, then the ties between
self and other have been severed, and she will be left alone--a condi¬
tion which was found to signal to women the propensity for aggression
and violence (Gilligan, 1982).

Viewed in this light, women s firm

emphasis on maintaining human relations, whether in the private or the
public sphere, is logical.

Moreover, given women's relatively precari¬

ous toehold in a not always hospitable work culture, such an orientation
is oftentime even necessary.

This is underscored by findings showing

that in offices managed by women, the smooth functioning of the depart¬
ment as well as effective subordinate performance and advancement were
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contingent on women managers conforming to subordinates' expectations by
showing concern for others and promoting office harmony (Camden, 1983).

Other-Pirectedness and Performance:
Success, Failure, Competence
The standard view of achievement is academic and occupational suc¬
cess requiring personal victory in competing for status, money, and
power.

Based on this narrow definition, women do not achieve as much as

men (Donelson and Gullahorn, 1977).

Instead, women's achievement and

competence strivings have typically been in interpersonal arenas.

How¬

ever, because this realm is not culturally defined as achievement in our
society--women's achievements tend to go unrecognized to themselves and
others.
It was discovered, for instance, that common reasons for women's
career preferences were, in descending order--helping people, loving
people, liking, and interest (Jenkins, 1979).

A similar pattern was

cited in this study whereby, women were reported to often define success
in terms of the quality of human relations.
. . . women are more directly in touch with values . . . that would
define success in terms of the ease with human relations or honesty
or whether a certain resonse or attitude is caring . . .
. . . women have a broader view of success of achievement than men
do. . . . Men are geared into success and achievement at work-money, position, acknowledgement . . . but women can feel achieve¬
ment and success at a conversation with someone, having a good
relationship with their family . . .
Helping others also emerged as a success-related theme.

In this

case, women were believed to see success as somehow meaning service or
contribution to others.

For example, Constantine and Craik (1972)

188

report that the male motivation for entering politics is more likely to
be self-serving whereas women are motivated by public service.

They

concluded from their study that "the female party leader, like the wife,
tends to specialize in expressive functions or those concerned with the
internal affairs of the system, and the maintenance of integrative rela¬
tions between members and a supportive role of selfless service" (1972:
35).

Similar conclusions were reached here for women in all occupa¬

tional facets.
Women also have an unselfish orientation to life--they want to be
useful, to help other people.
They want to do something with their
lives but that involves being useful. This is especially true if
basic survival is not an issue.
Women are uncomfortable ... if somehow the job doesn't seem to be
serving . . .; working women are more inclined to search for mean¬
ing— is it somehow serving the family, serving society, serving
humanity, or serving people?
To some subjects, other-oriented definitions of success were
believed to be either cultural or political in origin.
[In Japanese culture] the preservation of a community is more impor¬
tant than an individual achieving success. And so the whole group
moves forward educationally, economically, in terms of status and
prestige--not individuals. And . . . that's a different definition
of success than the highly individualistic [one] that we have here
in the West . . . and in discussions with Black Americans I have
found a similar thing--in that you are seen as definitely unsuccess¬
ful in the Black community if you are seen as self-serving . . .
. . . [historically] the-Black heroes and heroines tend to have done
something to help the group . . .
. . . women who I would call feminists, who have a more redefined
sense of their womanness, would have a different definition of
success than would men ... a woman at that stage doesn't get
seduced or coopted into believing that because she has "made it,"
has a good job, makes good money, is a "professional" that that
necessarily means that women have made it . . . she doesn't see
individual personal achievement and wealth on the part of a handful
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of women as meaning that women as a class have proqress toward
equity.
Fear of success did surface as an issue, with women's apprehen¬
sions being traced to a value system which is inclusive of others.

For

instance, subjects tended to agree with Sassen who saw women's conflicts
about success as stemming not from a fear of loss of femininity as
Horner (1972) had advanced but rather as "a heightened perception of the
'other side' of competitive success that is, the great emotional costs
as which, though confused, indicates some underlying sense that some¬
thing is rotten in the state in which success is defined-as having
better grades than everyone else" (1980:15).
... to some women the idea of achievement is not in line with
their values. The way we probably understand achievement [is] that
somehow it means you have to do something to someone else in order
to get there, [it's seen as] overly competitive, not i ncl usi ve--[for
women] it's a loaded word.
[Women have] a fear of things getting out of control, of building up
a momentum of success and somehow observing that men in the patri¬
archal work system value success according to your material success
and acquisition, and power over, and conquest. And somehow women
recognize that that isn't what they really want to value. And at
the same time, while they're trying to struggle for some sense of
mastery in their lives, and mastering the domains other than what
has been traditionally presented to them--[the question becomes] how
do you do that without betraying yourself?
Fear of success has been defined as the expectation that success
in achievement situations, particularly competitive ones, will result in
negative consequences (Donelson and Gullahorn, 1977).

That negative

consequence was generally reported by the subjects of this study to be
the fear that success would separate them from others, i.e., friends,
colleagues, family, lovers.

Given the fact that male 10 year olds and

190

college students were found to react negatively, and in some cases with
hostility to female success (Monahan, Kuhn, Shaver, 1974; Spence, 1974),
women's concern about the loss of intimacy with males, seems at least
somewhat warranted.

Fear of separation or isolation from friends, from

co-workers, and from other women as a group is a less examined female
concern,•although no less pervasive.

Perhaps more true for the working

to middle classes, the fear is that by attaining a higher occupational
or educational status a woman will be seen as now "different," as now
unapproachable, that others will perceive her as being, in one subject's
words, "too full of [herself]."

As Gilligan learned, women see in

achievement "the danger [of] isolation, a fear that in standing out or
being set apart by success, they will be left alone" (1982:42).

Since

masculine gender identity involves the denial of attachment and separa¬
tion from others (Chodorow, 1974) men, on the other hand, come to expect
that increases in status can only help them to secure their station
amongst other males with whom they are apt to vie with for such valued
things as recognition and rank (Tiger, 1970).

All of this is not to

deny, however, the social reality that success for women frequently can
and does signal isolation from others.
I would suspect that as women take steps and achieve, that social
and emotional issues make it more complex for them--that question
about--is it worth it? It's the added stress, it's the added re¬
sponsibility, it's the added isolation that sometimes accompanies
climbing and career change, [emphasis added]
Fears that women talk about include the fear that if I am success¬
ful , I will be left alone--fear of being alienated.
If they move up
they fear they'll lose their support system and incur jealousness
[the] reluctance to move ahead of their peer group, the fear
that if I am promoted, what will I do about other people (women)
resenting me.
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Speaking from someone who is kind of high up ... on the totem
Pole i t's lonely, it's very lonely. People tend to distrust you a
lot because they don't know why you're being friendly to them
and men in the organization tend to ostracize you more because they
don't want you there.
Significantly, it was reported that women, and especially those
who doubt their competence, may harbor similar fears that having their
proficiency recognized will only increase the distance between themselves and others.
[A woman will say] . . . "I can't be as good as they say I am . .
I think there is a fear that if we are that good ... of how
threatening that's going to be and how much more [we're] going to be
ostraci zed.
As was the case with being successful and competent, women were
said to be afraid that failure would also disengage them from others.
In this case, however, the distance is believed to be caused by the loss
of others' positive regard, a state which is of particular concern to
females (Rosenberg and Simmons, 1975).
If I do something wrong, somebody is going to reject me, not like me
anymore, not appreciate me any more . . .
The women who are floundering are women who fear failure on a per¬
sonal level. . . . Almost more so, I think, than [fearing] not being
able to do the job [is worrying about] are people going to like me?
Finally, women's keen sense of responsibi 1 ity to others was said
to lead them to fear that their failures would somehow harm or impact
negatively on others.
I really do like to do the right thing and if I leave someone's name
off the schedule ... I feel terrible. . . It's some personal
responsibility th i ng—if I took it on, and I do it right then peop e
can count on them, and then if I good somehow, then there isn't
enough [self] forgiveness of that . . .
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I guess it gets down to fear of failure. So if I am retrained and I
fail that would mean that I was wasting something that I could give
to someone, [to] the family or the house--so it's a double loss
This was also said to be the case for competence.
... if .[others] find out that you're not as competent as they
think you are or that you're not as knowledgeable as you think you
are, or whatever—what is the worst thing that can happen? [To
women] it's indescribable, they cannot pinpoint it. It's got some¬
thing to do with . . . letting people down. . . . "I'm not going to
let them down."

Skills, Qualities, and Values
That are Other-Directed
When subjects were asked to describe characteristics or attitudes
or behaviors undermining women in their jobs, responses included tenden¬
cies like women being emotional, their dependence on the opinions of
others, and their need to be accepted in the workplace.

Notably, then

when queried as to what kinds of tendencies characteristic of women
might be enabling to them—many subjects simply reframed their earlier
responses, this time naming them as assets.

Gilligan explained this

apparent reversal by remarking that, "women's moral weakness, manifest
in apparent diffusion and confusion of judgement, is thus inseparable
from women's moral strength, an overriding concern with relationships
and responsibilities (1982:16).
Women have such a richness in our ability to feel, it's both to our
advantage and to our detriment.
[Women have] towers of strength, because that same reluctance to
take risks, that—"oh, I must think of my brood, ray responsibilities
so I cannot do such and such . . ."--that same thoughtfulness says,
"I not only can take care of myself, I can take care of five other
people." So, there's an expansiveness there.
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... we get dedicated to where we're working; just as we get dedi¬
cated to people, we get dedicated to organizations. Maybe that's
not so good sometimes, but it also is a benefit coupled with the
sense of responsibi1ity that women have about the work they do and
the way they want to do it well and the way they care about the way
they're doing it.
Others did not speak to the possible occupational liabilities of
women's other-directedness, and emphasized instead only those ways in
which such a world view enriches women's work lives.

Specifically,

women were thought to be enabled in their work by their ability to
sense, emote, and empathize.
. . . women, as a result of socialization, have more sensitivity to
other people and to other people's feelings and reactions to what's
going on. As a result [they] have more of a well developed capacity
to integrate personal needs with work or organizational needs.
Whereas for men, they have to work harder at getting that sensitiv¬
ity . . .
One [asset] is our intuition--being able to just feel that unseen or
unspoken presence of an individual and what they have to offer or
don't have to offer. Another piece that we have about us is this
being able to. be in touch with our feelings and being able to convey
those feelings in words, which is more acceptable and a plus for
women. Also, being the nurturing types of souls that we are, being
able to say--"a job well done."
. . . our capacity for relatedness and deep empathy for other human
beings is unquestionably much stronger than for men. ... We reach
out to things--that's basic to the female species.
As children, girls were found to "figure the teacher" while boys
attempted to "figure the task" (Kagan, 1974).

Not surprising then, when

it comes to these kinds of people-oriented skills that organizations
seem to now value so highly (Sargeant, 1981; Wall Street/Gallup Survey,
undated), adult women were considered by many of the subjects of this
study to be virtual human relations experts.

In spite of the fact, how¬

ever, that a significant portion of training and development resources
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are spent trying to provide, mostly male, employees with these same
kinds of human relations skills many women have yet to recognize and
appreciate the implications of this trend.
There is a theme I often hear from women and that is the reluctance
to see the value in any of the traditional female behaviors they
have been brought up to develop in themselves. They often feel
there is no place for those behaviors--and of course there is great
need for them--the people skills that women are often so good at
[like] listening, praising, trusting their intuition. But many
women spend their main energies trying to acquire traditional male
behaviors--competitiveness, aggression, et cetera--and that is
needed but so are the traditional female behaviors.
The values of intimacy, caring, nurturing, being sensitive to
others' needs and feelings are life-supporting qualities that the
work world needs--not only because they improve the quality of work
life but also because they increase productivity in many cases. To
think that I have much to offer simply by what comes easily to me
makes me feel competent.
Another tangible and related skill area was what was considered to
be women's greater ability to deal effectively with diversity in the
workplace—potentially a very real asset in today's changing workforce.
IWomen] can foster diversity within organizations--race, sex, et
cetera. We can handle that ... we know how to incorporate people
better and how to listen for their values, where they might be
coming from different places [and recognize that} all of those
places can be put into a valuable center.
Women have a greater personality to accept other personalities and
characteristics than men.
Related to this topic is the value that women were reported to
place on honesty between people.

This emphasis on honesty was thought

to be at once occupationally beneficial and detrimental to women.
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IWomen] are very honest, and that honesty is needed in many, many
situations. A woman will say the honest thing overall and will not
try to maneuver you, or be political with you, or use you. Overall,
they are straight [with you]; we can rely on their information.
Working class women and women from oppressed racial groups were
thought to display a particular kind of "emotional honesty."
[Both groups are] . . . more willing to bare their feelings or speak
from their feelings and not necessarily intellectualize; so that
there is a gut level honesty that is sometimes seen as crude, but to
me it's just not the veneer of "properness." They're not so distant
from their emotions.
Finally, studies indicate that interpersonal sensitivity is great¬
er among those in low-status groups, whose members need to be attuned to
the attitudes and feelings of high status persons (Goffman, 1967; Frieze
et al., 1978).

Others have argued similarly that women's sensitivity to

others is a survival mechanism developed as a function of their being
oppressed (Rosaldo, 1974; Hochschild, 1975; Miller, 1976; Kaufman and
Richardson, 1982).

As Rosaldo sees it, "since women must work within a

social system that obscures their goals and interests, they are apt to
develop ways of seeing, feeling, and acting that seem to be intuitive
and unsystematic--with a sensitivity to other people that permits them
to survive" (1974:30).
I think as a result of being oppressed . . . that like all oppressed
peoples, we are very perceptive. It's sort of been mysticized
"women's intuition" and all those kinds of things. But for psycho¬
logical survival reasons, we have become very attuned to our envi¬
ronment and can psych situations out. . . . That's very valuable to
have at work because in order to be good at anything you do, you
need to be in touch with what's going on around you--with other
people and [with] your environment at work . . .
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Summary
Women's occupational behavior appears to be affected, to a sig¬
nificant extent, by an orientation which is inclusive of others and
places a high premium on relationships.

This other-directedness was

thought to be at once a moral and marketable strength, as well as an
occupational and emotional liability.
In this section women's keen sense of responsibility to and
for others was examined.

For instance, women were believed to be reti¬

cent to act in ways which were unresponsive to others or which may
otherwise distance them from those around them.

This was believed to be

true in both their private and their work lives.

The relationship

between an other-orientation and the performance issues of success,
failure, and competence was also looked at as were the occupational
usefulness of various skills, qualities, and values indicative of an
other-directedness.
III.

Performance

Three areas critical to our understanding of the internal barriers
impeding women's achievement—competence, failure, and success and
achievement--are being considered here collectively as issues which are
in various ways related to performance.

For example, competence speaks

to one's ability to perform; success and achievement, on the other hand,
are frequent indicators of how well one is performing; while failure
often points to a less than adequate performance.

Thus, what will be

examined here are subjects' assessments of the kinds of attitudes and
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behaviors, perceptions and definitions, self-assessments, and fears
relative to competence, failure, and success which were believed to be
debilitating to their adherents.
For the most part, this section focuses on women's inner experi¬
ence with performance related issues.

Such dilemmas for women, however,

cannot and must not be viewed as "internalized dispositions" but rather
are best understood as "processes" embedded within a social context
(Kaufman and Richardson, 1982).

For instance, despite the fact that all

people, regardless of gender, have a motivation to be and feel competent
in effecting their social and inanimate environment (White, 1960), this
impulse in women is all too often thwarted by the psychosocial realties
of sexism.
As section one established, psychological obstacles do not exist
in a vacuum--they are a function of a gender-biased society which, among
other things, attributes the traits most often directly related to
competence to the masculine (Donelson and Gullahorn, 1977; Barnett and
Baruch, 1978).

Given the fact that a sense of competence is shaped by

the expectations, rewards, punishments, and value attributions of sig¬
nificant others (Barnett and Baruch, 1978), women as a group are at a
distinct disadvantage.

The lower expectations which adults have for

girls, for example, establish later patterns which can lead to women
being less persistent at tasks and experiencing less pride in success
and more shame at failure (Parsons, Ruble, Hodges and Small, 1976).

Not

surprising then, are the findings that girls, and bright ones especial¬
ly, underestimate their abilities when asked to anticipate their
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performance (Brandt, Crandall, Katovsky, and Preston, 1962; Crandall,
1968).

Equally disturbing is the fact that achievement does not neces¬

sarily reap for women the same emotional rewards as evidenced by Hol¬
lander s (1972) findings that females with "A" averages in high school
had significantly lower self-esteem than girls with "C" averages while
the reverse was true for males.
Thus, this section will address, among other things, some of the
factors which contribute to women not always enjoying a realistic sense
of competency.

Also addressed is women's tendency to depersonalize

success and internalize failure.

Other issues examined include:

(1) women's definitions, standards, and self-expectations related to
competence; women's definitions and self-expectations relative to fail¬
ure and mistake-making including fear of failure and the tendency to
over-identify with and to assume too much personal ownership for failure
and mistakes (as well as to not feel entitled to fail or to error);
(2) women's inclination to identify less closely with success and
achievement, to fear success (fear of:

having to repeat a performance

or accomplishment; of the responsibility associated with success; of
loss of control; of visibility and public evaluation), to avoid or
minimize the potential for success or achievement, to not feel entitled
to succeed; and (3) to believe oneself to be an intellectual imposter.

Competence
The assumption that women are not psychologically oriented to
strive to achieve standards of excellence is an erroneous one (Barnett

199

and Baruch, 1978).

In fact, as reported by the subjects of this study,

women tend to share a definition of competence which is guided by stan¬
dards that are exceedingly and unnecessarily high.
Competence is seen as perfection. I think the assumption is that to
perform competently means that you've really got it down pat and
that there is no room for fluctuations or that there aren't levels
of competence.
I know I feel . . . [when] I walk into a [new] workplace I expect
myself to get it all and to get it all very quickly and to be able
to perform at top level very quickly. Nobody else is expecting
that.
Women are without a doubt too hard on themselves ... by and large
women have higher standards in terms of level of performance.
Underscoring this contention is the finding that more women than
men have "an inner need to do the very best they can" regardless of pay
(Public Agenda Foundation, 1983).

Women and men were similarly distin¬

guished here.
There's this poem about [how] 99^% won't do; it's not good enough.
But would a man say that? No, [he would say], "99h°l, not bad
boys!" For a woman though it won't do, we expect 100% all the time.
I've never really met men who talk in the same way that I've heard
dozens and dozens and dozens of women talk about women's need to
... be perfect, women's need to do everything right . . . to do it
all. . . . It's like the old joke . . . with a woman standing in an
office, and this guy's demonstrating the copy machine to her and
he's saying this machine can do the work of four men. And she says,
"or one woman."
Yet, women's perfectionism strivings may, in the survival sense,
be functionally adaptive.
[In terms of] women's need to be perfect and the need to overdo
things or to perfect certain things--while I can see the liabilities
it's also an asset because the reality is that it is^ harder for
women to succeed. So to the extent that women try harder, it s to
our benefit. You know, the old notion that you have to do the job
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twice as well as a man to be seen as half as good. . . . [Perfec¬
tionism and overdoing thingsl is then a survival skill that women
have developed out of necessity.
Adaptive or not, perfectionism can and does interfere with women's
ability to say, delegate effectively or to otherwise carry out the
mandates of their job.
Our data processing manager, for example, is not a programmer. She
started the job as an analyst and she knows some programming, she
has a general knowledge of it but she was never a programmer. . . .
Well, she became a data processing manager and subsequently for her
competence meant knowing programming. So she spent nights learning
how to program which she will never do at her job and that is total¬
ly irrelevant to her job function.
Women have created for themselves a definition of competence that
is so grandiose as to be an unreachable mirage--relentlessly sought
after but nearly impossible to attain.

For the vast majority of women

this definition seems to entail nothing short of complete expertise.
Again, compared to men, women were observed to believe that they need to
be fully knowledgeable in a given subject area or job before they will
consider themselves to be even minimally competent.
I find that women overall are much harder on themselves when it
comes to being competent. They do not label themselves to be compe¬
tent until they see themselves as fully knowledgeable in an area. A
man will label himself competent if he knows what the right ques¬
tions are. . . . But the woman must not only know the right ques¬
tions, she must also know the answers'. So of course that puts on an
enormous burden because as jobs become more complex . . . there is
no way that you can keep up. So you're always struggling with
yourself to become competent and you're never competent [enoughl.
... if you look at your male counterpart--men for years have been
able to brag about themselves and say they could do all kinds of
things when maybe they had one of the skills required. And most
people, if they're bright and can learn quickly can do it.. Women
can do it too, but we need to feel like we have all the skills down
that we're perfect at what we do and then maybe we can sell our¬
selves to someone or ask for a promotion or a new job.
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[Women do not] feel entitled [to not know something]. You can see
this in the way women go after promotions (if they do go after them)
. . . women tend to believe they must know 100% of what it takes to
do the next job before they are qualified when they need to operate
from the assumption that they can learn the majority of what they
need to know on the job--as men assume.
One plausible explanation for women's inordinately high self¬
expectations and standards for competence is that within traditional
female roles there are no straightforward standards of measurement or
rewards for success for either mothers (Kaufman and Richardson, 1982) or
housewives (Lopata, 1971; Oakley, 1976).

As Baruch, Barnett, and Rivers

pointed out, "it's hard to give yourself a good grade on how well you
are doing when it's not clear what 'good'

really is" (1983:107).

Actually the argument can be made that the media, via advertisements,
does provide homemakers with a set of standards, albeit unrealistic
ones, but standards nonetheless:

a germless bathroom, dishes so shiny

we can see ourselves in them, shirt collars free from those dirty rings,
and perfect rice every time.

With the advent of the much touted "Super

Woman" image, women are now apt to extend this same exaggerated yard¬
stick to measure their performance in multiple roles.
... a lot of women think that they have to do it all . . . they
have to have a perfect personal life, perfect social life, perfect
work life, perfect family life . . . and so really get burned out
trying to do everything, and not only do everything but do it to
perfection.
And that creates tremendous conflicts in their lives.
... a lot of women think that they can work 9-12 tough hours and
go home and have an "Aviance night." And when that doesn't happen,
(which of course doesn't happen to normal people except in the
movies) then [they say] "what am I doing wrong if I can't be Super
Woman?"
It is also likely that women will evaluate themselves based on the
erroneous assumption that competence requires individual, unaided
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achievement (perhaps itself another outgrowth of the isolated, individ¬
ualistic nature of homemaking).

This faulty conception often results in

women's reluctance to seek outside assistance for fear that others would
interpret it as a sign of incompetence.
. . . not asking for help a lot is a sabotage. Going it alone too
much.
[The attitude that] unless I can do it myself, it's not worth
doing. . . .I'm not really making it.
They won't allow themselves to be in a training or a learning situa¬
tion. They want to be able to step right in . . .
I find that women will drive themselves much harder than a man to be
competent, and they feel that they have to be competent on their
own.
Being relative newcomers to the work world, women were said to
"often be tentative around whether or not they would be capable of man¬
aging in the world of work and functioning] at the same levels that
they observe men doing."

As a result of using men as the criteria,

women were said to "usually judge themselves to come up lacking in some
way."

In part, this was said to be due to the tendency of many women to

"mystify competence and assume it would take a lot more to be competent
.

.

. than it really does," and to "idealize people . .

. who are in

.

.

. positions we consider to be competent [and] to embellish these

people with all kinds of things that they don't actually have."

"It is

not simply that women are obviously excluded from acquiring experience
in the serious world of work," stated Miller, "but that they actually
come to believe that there is some special, inherent ability, some
factor that escapes them and must inevitably escape them

(1972:34).

Given women's inflated perception of competence, it stands to
reason that they would cone to share what

O'Leary (1974) discovered to
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be a "societal bias against the recognition of female competence."

As a

result, women very often fall prey to a kind of chronic self-doubt.
Such women develop a great propensity for either not recognizing or
undervaluing their own skills, competencies, knowledge, and prior worklife experience or as Barnett and Baruch (1978) put it, they "assume
incompetence."

This is vividly demonstrated by the findings that women

with B+ averages in college did not believe themselves capable of earn¬
ing Ph.Ds while men with only C+ averages believed themselves to be
perfectly capable of doing so (Baird, 1973).
. . . the common denominator for every client I've ever seen here is
that lack of self-confidence. To the point of--when I do an intake
on a client one of the questions . . . is--"do you have any kind of
handicap that would affect your work," and usually that means any
kind of physical handicap. But I've had so many clients say to me-"yes, my lack of self-confidence."
. . . I'll have a young man walk into my office who [has] a "C"
average who will sit there confidently . . . expect to get into [law
school] and do well--which is fine, but at the same time . . . I'll
have a woman [who is] very bright, with a lot of credentials ... a
lot of experience, very intelligent who could definitely get into a
good law school without any problem who will sit . . . in panic and
. . . say, "I just don't think I will be good enough, I don't think
I can get in."
Even at preschool age girls have been found to have more anxiety
than boys and this anxiety is more dysfunctional to their performance
(Hoffman, 1 975).

One factor shown to be effective in boosting women's

self-confidence and in increasing the likelihood of their choosing a
more challenging task was success feedback (House and Perney, 1974;
Lenny, 1977; Monahan, 1983).

This is encouraging given subjects' obser¬

vations that many women have a strong need for external reinforcement or
validation of their competence.
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I find I need more feedback on it, and when I say more I don't mean
they have to tell me 99 times, but it can't be taken for granted
[either].
If you don't say it, it's not all right.
I've worked with women who . . . feel that they always have to have
their work checked by someone else . . . [when] in the world of work
looking for that kind of reinforcement gets interpreted as havinq to
have your hand held all the time.

Failure and Mistake-Making
No one likes to fail, yet, as this and other studies reveal, fail¬
ure and mistake-making appear to be particularly troublesome for women.
For one thing, mothers have been found to be more tolerant of boys
making messes, requiring more self-control and adult-like behavior from
daughters (Belotti, 1975).

It is not surprising then that Stein and

Bailey (1973) and O'Leary (1974) concluded from their respective reviews
of the literature that females are more anxious about academic failure
than males.

(On the other hand, boys score higher on lie and defensive¬

ness scales and so may be simply less willing to admit fears and anxie¬
ties (Maccoby and Jacklin, 1974).)

One form that this anxiety seems to

take is in women's tendency to overidentify with or to internalize their
failures and mistakes.

This may be related to women's tendency to blame

themselves when things go wrong (Crandall, Katkovsky and Crandall, 1965;
Dweck and Reppucci, 1973; Hoffman, 1975; Nichols, 1975).

In extreme

cases, it was said, a woman may feel that, "if the venture fails, I_ am a
failure ..."
We're much harder on ourselves when we make a mistake. . . . Women
have a tendency to stay with it a lot longer and it means more about
who they are . . .
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Women suffer over their failures. They let them mean more than it
need mean--rather than realizing that there is life after failure
they let their failures mean that they are inadequate or incompe¬
tent.
They let their failures become proof to them that they aren't
qualified, rather than seeing a mistake or a failure as a human
inevitability.
[Women are] very clear on their failures. They keep memories of
their failures long after their usefulness has died.
I know women
that remember failures that they had in college jobs when they were
working in a cafeteria. What compels women to keep a store of their
failures so clear in their mind . . .?
Under many conditions though, girls were found to cope as effec¬
tively as boys with failure (Stein and Bailey, 1976).

But under other

conditions, particularly ones where optimum performance requires lower
levels of anxiety, "anxiety about evaluation," noted Donelson and Gullahorn, "may be debilitating" (1 977:172).

Stress about evaluation espe¬

cially when it is critical, seems to be particularly true of women who
identify too closely with their shortcomings.
. . . women need to recognize that they need to separate the criti¬
cism about their particular piece of work that they have done from
their whole person . . . they need to not interpret those comments
as meaning that their whole person is at fault.
. . .all the
criticism and
and adds to a
that it's not

positive
that one
sense of
what you

feedback in the world can be wiped out by one
criticism causes tremendous suffering . . .
incompetence and is taken very personally-did, it's you.

By and large, women were described as assuming too much personal
responsibility or ownership for fai1ures--even when external

factors may

have worked against success.
it goes back to a woman saying something like--"if I had only
just*.
if I had gotten there 5 minutes early that day I would
have been able to check it . . .
... one of the things that we don't think about is [that] we may
have been sabotaged all along.
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This kind of self-beratement often stems from a sense shared by
many women that they are simply not entitled to fail or make mistakes
(LaBella and Leach, 1983) or, as Gilligan (1982) found--to even make de¬
cisions.

Part of the reason why women believe that they have no right

to fall short relates back to their unrealistic definition of compe¬
tence.

If competence requires of them perfectionism, expertise, and un¬

assisted achievement, then anything less, "is not seen as a normal part
of the game land therefore] it's not okay to make mistakes--the expecta¬
tions are for some perfect functioning], some idealized function[ing].
"My fault--I should have done better. I should have gotten it
right." The list of shoulds is endless. ... "I shouldn't make
mistakes." They don't feel entitled.
Another thing that will help [with] decisiveness is for women to
recognize that they have a right to make a mistake.
Fear of failure is generally described in the literature as
anxiety about performance and a subsequent tendency to withdraw from
achievement situations (Donelson and Gullahorn, 1977).

The fear of

being wrong, of "openling] yourself up to the possibility of making
mistakes or making the wrong decision" is clearly an inhibiting factor
preventing scores of women from taking risks and achieving to their full
potential.
Failure and mistake making are two very different things. I find
that men I work with talk about failure. The women I work with
don't. They talk abut making mistakes and they are terrified about
making mistakes. It's frequently one of the reasons why they can't
move, they are bound hand and foot by their fear of making mistakes.
Being "bound hand and foot by their fear of making mistakes" may
be due to women's expectation that failure and mistake making carry too
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hefty a price tag.

For some the cost is perceived to be humiliation as

evident by the statement, "I'm going to make a fool of myself—I'm going
to fail."

Others come to expect nothing short of being expelled from

the achievement situation.
. . . they don't understand the role and purpose of mistakes, and
they're terribly afraid that will be it, there won't be any room—
one false move and you're out kind of thi ng.
Success and Achievement
It has been argued that studies showing the achievement motive of
females to be less aroused in cues used more effectively with men does
not necessarily mean that women do not aspire to achieve, but rather
that females may simply be socialized toward different goals (Stein &
Bailey, 1973).

Thus, competitive success and achievement may be proble¬

matic for women then because they simply do not identify closely with it
in the same way that males do.
I don't think women identify with the word achievement. In fact, I
give [clients] a modified goals [instrument] and one of the pages is
for people to list their achievements, and women consistently balk
at the word achievement . . . achievement means [to women] that you
won the medal, or you got the job, or it's just bigger than life
. . . they can't identify themselves with what I see as more of a
male word.
I find that most of the women I see don't have any sense of [suc¬
cess] at all. They don't talk about it very much. They talk about
adequacy-inadequacy, but these aren't really synonyms. I can't
think of the last time I heard a woman talk about success-failure,
whereas men I work with talk about it all the time. And it makes me
crazy because it's almost always about money and achieving material¬
ly and the women I have worked with don't talk that way.
[As a result of women] hav[ing] been outside of the successful
spheres for so long ... we tend to think that the people who are
there must be different from us, special in some way. Vie mystify
success.
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If women do identify less with male notions of success perhaps
what this points to, as Gilligan suggests, is the need for less emphasis
on the conflicts that women have about competitive success and more
focus on "why men show such readiness to adopt and celebrate a rather
narrow vision of success" (1 982:16).
As detailed in the section on communal orientation, women were
said to harbor a fear that success would separate them from others.
This is not however, the only achievement-related apprehension that sub¬
jects observed in women.

For example, fear of success was thought to be

competence-related in that women were often found to be afraid that they
would be expected to maintain the momentum of success or to repeat a
successful performance.

"Even the most assured of achievers are never

entirely sure that they can repeat their triumphs," noted Houck, ex¬
plaining, "the higher you fly, the more you worry about your staying
power . . ." (1982:238).
I hear so many women talk about fear of success but not in the
Matina Horner sense of success not being feminine. . . . What I hear
far more often is women's fears that if they are successful, how
will they be able to continue to live up to those expectations? How
will they be able to maintain the success? If I rise to this level,
the only way for me to go is down--is wnat they seem to be saying.
It's a real strong fear.
there's this sense . . . if I'm seen as being competent at
this point, then they'll expect me to be competent down the road and
I really know that it's possible I won't be.
Two other anxiety producing aspects of achievement which undermine
women involve fears about assuming the additional responsibilities which
frequently accompany success and fears about the risk taking which
success often necessitates.

Subjects talked a lot about women shunning
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responsibility, of not wanting to be held somehow accountable for all
that success can entail.

Sometimes it seemed to be related to questions

about ability.
[Women have a] fear of responsibility. I'm not sure that women have
a fear of success. I think women like to be successful, But the
responsibility issue--being accountable for what they
. say they
can do . . .
Other times though, the motives are less clear but appear to be
more indicative of a kind of dependency.

Women seem quite confident in

their ability to assume responsibility for the well-being of other
people.

It is -responsibility for their own occupational and financial

affairs that they may resist.
We create a way to be happy where we are rather than going for more
money, more position, more prestige, [and] more responsibility
that's recognized.
[Sometimes we wish we] didn't have to deal with it--[saying] "I just
want it to go away"--I have that feeling with money. I .don't want
to deal with my personal money [so] my husband deals with it.
A woman may avoid achievement opportunities said one subject,
because of "a sense that--maybe I wouldn't be able to handle it if I got
the promotion, or the transfer, or the raise
with it additional responsibilities."

[because] it somehow brings

This kind of resistance and self

doubt may also be a conditioned response to women's early expectations
that someone would always take care of them.

Thus, anxiety about re¬

sponsibility may well be a legitimate reaction to a change in the rules
whereby, women are now suddenly expected to take care of themselves, to
be accountable, and to take on responsibility in the public arena when
all along the message had been to let some presumably more capable
person assume that role for them.
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So often so many people decide so many things for us that [after a
while] we feel much better if they decide . . .
* • • a lot of them really harbor this fantasy that someone else
will come along and take care of them [and] they won’t have to
deal with . . . the responsibilities.
Seemingly related, women were also believed to be anxious about
achievement because of a fear of in some way losing control.
. . .if your life does begin to take on this successful impetus
[the fear is] it's going to be out of control. And then [the fear]
is of becoming like men.
[Women fear] losing control ... you get into a certain kind of
sphere, however small and trite, you at least know that that's your
area and you know what's going to happen, and you're in control of
that and taking the risk means that you may not [be] . . . it's new,
untried . . . it's losing control.
Finally, women may be tentative about success because of the pres¬
sure they feel to achieve and to perform competently.

Subjects talked

about women's "fear of visibility ... of being out there, of having to
be on our toes," or in other words being in a position to have one's
competency judged.

Said one, "they're afraid that if they are in a

position that's highly visible, that they're going to be scrutinized
even more carefully."

Perhaps for all of these reasons, women were

observed to engage in behaviors designed to either avoid or minimize the
potential for success or achievement.

One such strategy is to either

discontinue or reduce efforts following a successful accomplishment or,
as one subject saw it, ". . . ceasing to be able to perform as the
stakes get higher."

According to Donelson and Gullahorn (1977), when

feedback about performance is given it is not unusual for women to make
"unpredictable, inappropriate" shifts such as 1 owering their level of
aspiration after a success.
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Women who are coming in [to the career resource center] who are hiqh
achievers are saying-"after I've done this I'd better rest or pull
back or do something different," but what they really mean is something lesser.
They 11 follow through on a difficult training program and because
somehow it was a real strain or struggle they'll need to rest, to
pamper themselves to the point of inactivity. So there's a week
off, which is fine, but it becomes a month off and then it can get
t°.* • • tak[ing] a temporary job doing some typing rather than
going out to look for a job as a technician.
I've done well so far, maybe I'd better cool it ... this next step
may be the one that I fall off of.
When, for a myriad of reasons, women are either afraid of achiev¬
ing or when they experience self-doubt as to their competence and
ability to succeed they are likely to act in ways which will curtail
their own progress.

In the latter case, a woman may proceed in Houck's

(1982) words, to "set the record straight" by resorting to self-sabotage.
Even though the behavior is self-destructive, Houck notes, it is often
seen as preferable to the anxiety caused by success.
[I know) a brilliant and intelligent woman who worked in the pub¬
lishing field. She was so good that she was moving right up to the
point of success and then she would go out and get drunk. Now some¬
one else would do it in a different way, but I've seen people do
that when they almost get to the point of making it and then somehow
because they feel unworthy or because they are scared of the chal¬
lenge of whatever it is—they do something . . . and somehow blow
the moment of challenge.
The old fashioned [self-sabotage] was to get pregnant--"I can't go
to graduate school now [that] I'm pregnant." ... If you . . .
thumb through a magazine or listen to the news ... or watch a talk
show on TV, you'll find a syndrome and a malady to give you a reason
not to do certain things, i.e., "I'm burned out, [I'm] suffering
from burn out." Or if she's really clever, she can create one. The
same mentality that created burn out can create another one you can
hide behind and it can sound very very valid that that's the reason
you don't want to do it [when] the reason you don't want to do it is
you're scared to death . . .
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Based on Deaux's work (1976) Crosby (1982) observed that women
suffer from an "atrophied sense of deserving."

This is illustrated by

the fact that many women think that they deserve fewer rewards than men
(Jasso and Rossi, 1977).

There may also be a certain complacency among

women about not achieving because they never expected more in the first
place (Hoffman and Reed, 1981).

It is conceivable, then, that women may

sabotage or otherwise inhibit their own achievement strivings due, once
again, to a sense of not being entitled to expand or achieve occupationally.

This notion of entitlement was examined by Gilligan (1982).

Coupling Chodorow's (1974) conclusion that men's social orientation is
positional while women's is personal with the observations that boys pay
more reference to rules and girls to relationships led Gilligan to offer
a new interpretation of Matina Horner's (1972) thesis on competitive
success.

She asserts that what Horner's study really demonstrated was

the attitude that John, the hypothetical man in the study, was entitied
to his success, while the woman was not.

She writes,

John is considered to have played by the rules and won. He has the
right to feel good about his success.
Confirmed in the sense of his
own identity as separate from those who, compared to him, are less
competent, his positional sense of self is affirmed, (p. 16)
Subjects in this study observed similarly that quite frequently,
women do not feel entitled to achieve.

In some cases they believe them¬

selves to be, in Houck's (1982) words--"too inadequate to be deserving."
[Women are] more likely to take the first job that's offered to them
instead of waiting for something that's closer to what they really
want.
So behaviorally they'll accept less than what they want and
often not feel like they deserve anything better, that that's all
they can get.
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They re so closely identified with . . . the work experience and
with their own judgement of their performance (which is always going
to come up lacking because they're never good enough), that the
process of negotiating a change or moving upward or moving on is a
very painful process because you're never feeling you deserve it.

The Imposter Syndrome
The destructive culmination of much of women's unrealistic stan¬
dards and self-expectations for competence, failure, and success is a
pervasive tendency for fully competent, intelligent, capable women to be
self-defined imposters.

Feeling like an imposter means that regardless

of external evidence to the contrary, e.g., job status, degrees, recog¬
nition, achievement, a woman does not internalize her achievements and
instead persists in believing herself to be an intellectual "imposter"
(Clance and Imes, undated), "fake" (Flax, 1982), or "fraud" (Fillmore
and Cheong, 1976; Person, 1982).
Based on the findings of this and other studies and on anecdotal
evidence gathered by the researcher, it would appear that for both high
achieving women as well as those in non-traditional roles, the imposter
syndrome crosses both cultural and class lines.

For instance, through¬

out the course of their interviews with first and second generation
Chinese-American women as well as women in Japan, Fillmore and Cheong
(1976) uncovered a countervailing pattern of acknowledged competence on
the one hand and self-doubt and negative self-evaluation on the other.
The fallout for these women was found to be a strong fear of being
exposed as intellectual frauds.
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One way for women to reconcile this contradiction in self image is
by ignoring or discounting evidence confirming their competence.
It has astonished me to be with women who are clearly intelligent
and clearly competent and capable and have them be completely able
to push that away. Only negative evidence weighs on the scale
Positive evidence weights nothing.
. . . our internal eye is just very critical, so when the internal
eye s examination doesn't match up to the external feedback, we
suspect the external feedback.
When a man fails, even on a task requiring skill, he is apt to
attribute the failure to "bad luck" (Nicholls, 1975).

Women, in con¬

trast, are frequently unable to take pride in their own accomplishments,
in part, because they are much more prone to attributing failure to
internal factors and success to external ones (Feather, 1969; Frieze,
1975).4

As a result, self-defined imposters never fully claim their

achievements because they persist in attributing them either to luck, to
the efforts or oversights of others, or to their success at fooling (or
charming) others into believing that they are competent (Clance and
Imes, undated).
I think that we tend to own [our accomplishments] less in some
ways--"oh, if it wasn't for my secretary, or if it wasn't for my
administrative assistant, or . . . this was a team approach, the
committee did such and such."
. . . there is a real imbalance--they are fully responsible for the
failure and it's an accident that they succeeded, or someone was

4Donelson and Gullahorn (1977) are quick to point out, however,
that women's perceptions of attributions may not be born out by "objec¬
tive facts" but they do fit the "social facts" of how others react to
women's achievements. Deaux and Emswiller (1973), for instance, found
that on tasks perceived as male appropriately the rater—good perfor¬
mances by a man were attributed to skill while identical performances by
a woman were deemed "just lucky."
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good to them, or they happened to be at the right place at the right
time, or [they say] "they really don't see what a failure I am and
how much I don't know."
"We as women," noted one subject, "need to remind ourselves con¬
stantly of our past accomplishments and that they are evidence of capa¬
bility and not luck."

For those who are unable (or unwilling) to assume

full credit for their achievements the consequences can be a demoraliz¬
ing kind of dissonance:
[Because women have] a sense that their failures are what really
matters . . . and [since] the successes are not . . . fully inter¬
nalized . . . in a situation where they have a respecting, respon¬
sible job— it's emotionally unclear how they got there. If I
experience myself to be this complete failure and I can't accept the
credit for the success that I don't even see, [that] I don't recog¬
nize as mine, then I can't be here on my own merit because I don't
have any successful experiences that I can claim emotionally.
In addition, women may be stymied by an everpresent fear of being
"exposed" as the frauds that they experience themselves to be.

Just as

was observed to be the case with any "failure," the punishment that such
women were said to anticipate is severe, i.e., public humiliation and
permanent demotion.
[Women have] a fear of being found out, "they're going to find out
that I'm not as good as they think I am. . . . And when they find me
out, they're going to break me back to private, and I will be put to
shame. . . . Some women say [that as a result] they'll never give me
another chance."

Summary
Three areas, competence, success/achieveraent, and failure, were
considered here to all fall under the broader rubric of performance.
Looking back, the first section of this model looked at the consequences
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of sociocultural expectations and realities to performance and achieve¬
ment issues.

Section two addressed how women's other-directedness

influences their perspective on performance-related areas.

This last

component of the model spoke to the ways in which women's attitudes,
behaviors, perceptions, and definitions relative to competence, success,
and failure impact on their self-expectations and self-assessments.
Acknowledging the sociocultural embeddedness of women's encounters with
performance, this section centered primarily around women's internal
experience with it.
Reportedly, women's definition of competence is guided by exceed¬
ingly high standards which, in turn, cause them to equate competence
with individual achievement, expertise, and perfectionism.

Failure and

mistake-making were also found to be troublesome for women because of
their tendency to over-identify with it.

Conversely, women identify

less closely with their accomplishments.

Finally, the fears which women

harbor relative to failure and success coupled with their inordinately
high self-expectations leave them particularly vulnerable to feeling
like intellectual imposters.

CHAPTER

VI

SUMMARY AND CONCLUSIONS

Summary of the Findings

In order to explore the internal barriers that inhibit women occu¬
pationally the author asked a series of questions of 15 female trainers
and career counselors.

Responses to these questions were reviewed and

organized into three major categories for analysis:

(1) socio-cultural

expectations and realities, (2) other-directedness, and (3) performance.
Subjects were selected based on their professional roles as
either trainers or career counselors whose work addresses the kinds of
self-limiting attitudes and behaviors which undermine women in the work
force.

Sample size was held at 15 due to the nature of the interview as

a data collection tool.

The advantages provided by the interview for

the exploration of attitudinal information were judged to outweigh the
disadvantages of having a small sample given the purposes of this inves¬
tigation.
Data were collected through a combination questionnaire/interview
procedure.

The questionnaire sought background information on the

nature of the subject's work as well as the populations, broken down by
class and race, which she most often serves.

For the interview itself,

the researcher prepared and pilot tested an interview guide designed to
collect specific descriptive insight and encourage the open exchange of
opinion.

Following the pilot test, questions were modified slightly and

then synopsized and distributed to the subjects prior to the interview
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to allow for forethought.

Interview sessions lasted approximately 60-

120 minutes and were tape recorded with participants'

full consent.

Subjects demonstrated an eagerness to talk about the insight and
experience they had gleaned from working with other women.

Indeed,

several were quite willing to sel f-discl ose about their own selfdefeating tendencies.

A number of respondents thanked the interviewer

at the end of the session for the opportunity to discuss and hence,
collate their views on the topic.
During the second phase of the study, the tapes were transcribed,
data were categorized, and a coding system was devised from a subsample
of five of the interviews.

From the initial themes identified via the

coding system, three typologies or major categories were systematically
determined to capture the whole of the data:

(1) sociocultural expec¬

tations and realities; (2) other-di rectedness; and (3) performance.

Two

independent coders verified the accuracy of data placement in each cate¬
gory for the five sample cases.

These three aforementioned categories

constitute the framework for the resulting paradigm and are summarized
briefly under the discussion and conclusions section of this chapter.
The following is a summary of subjects responses to the 30 ques¬
tions posed in the interview.

Due to the sheer mass of data accumulated

only the three (3) most frequently cited responses will be presented
here.

Also for the sake of brevity, the questions are presented in

abbreviated form.

Chapter IV should be consulted for a complete over¬

view of the findings and the full

text of the questions.
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Summary of Responses

--Category_Frequency
Question 1:

What are some of the internal barriers that
impede women?

Issues related to performance: not giving oneself
adequate credit; devaluing or not recognizing one's
skills; not taking oneself seriously; lack of
confidence/self-doubt; fear of failure/fear of
success

10

Issues related to socialization: appropriate/inappropriate roles for women; self-expectations and
career selection; learning to promote men and
their goals

6

Items reflecting a lack of experience or naivete
regarding the norms, values, and expectations of
the work world: lack of preparedness to take jobrelated risks; naivete re: politics of money/budgets

5

Question 2:

What kinds of attitudes, values, and/or
assumptions are commonly held by women that
may be limiting or detrimental to them
occupationally?

Items reflecting an other-directedness: others'
needs are more important; achieving vicariously
through others; needing to be liked by others in
the workplace; sense of responsibility to and for
others
Items related to performance: devaluing, not recognizing, or needing external validation for skills;
lack of self-confidence in abilities; believing men
are more competent; assuming skills are inherent
versus learned
Items related to sex roles and work: acting extremely
feminine at work; fear of disapproval for acting out¬
side of prescribed roles; not feeling entitled to be
in non-traditional roles; upper class women expecting
to combine work and family; middle class women assum¬
ing they would not hold paid jobs

10

9
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_Ca tegory
Question 3:

Frequency

What kinds of behaviors, patterns, or
actions characteristic of women might be
dysfunctional to them occupationally?

Items indicating a lack of assertiveness: passivity;
indirect ways of dealing with anger/frustration

9

Items reflecting an other-di re c ted ness : social ization of females to respond to others; acting in ways
to gain approval; fear of others' judgement; acting
in ways so as not to hurt others' feelings; believing
others' needs are more important; career goals being
dependent on others; fear that success will separate
one from others

6

Items suggesting a lack of experience or naivete
regarding the norms, values, or expectations of~the
work world: lack of political s tra tegi zi ng ; avoiding
workplace social rituals (Black women particularly)

6

Question 4:

Are there any characteristics or tendencies
typical of women which could undermine them
in work realms?

Items indicating a lack of assertiveness:
willingness to compromise; dependency

passivity;

7

Items suggesting a lack of experience or naivete
regarding the norms, values, or expectations of the
work world: lack of experience with job searches;
lack of career building stra tegi zi ng; lack of experi¬
ence with leadership and delegating; naivete re:
workplace politics

5

Items reflecting an other-directedness : wanting
one's job to serve others; needing to be liked by
others at work; protecting co-workers from harsh
feedback; being too understanding and not decisive
enough for fear of alienating others; concern that
work will interfere with relationships with family/
friends

5
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Category
Question 5:

Frequency

What kinds of things are likely to keep
women from taking steps to seek additional
training, apply for a new job, ask for a
raise, seek a promotion, or change fields
altogether?

Items suggesting a lack of experience or naivete
regarding the norms, values, or expectations of the
work world: inexperience with skills assessment,
job searches, and determining a fair wage; assuming
the system is fair; lack of awareness of training
opportunities within an organization

9

Items indicating a sense of not feeling entitled to
grow occupationally: undervaluing performance so
feeling unworthy of a raise; political naivete
regarding rights and privileges

9

Items reflecting an other-directedness: belief that
others' needs come first; excessive loyalty to an
employer; considering the impact of job decisions on
others

5

Question 6:

What do women seem to have apprehensions
about or a fear of?

Items indicating a fear of failure:
fear of not
performing perfectly; fear of public humiliation
associated with failing; having exaggerated standards
of competence and hence seeing failure in everything

11

Items reflecting an other-di rectedness in terms of a
fear of disapproval or rejection from society, family,
co-workers for acting in non-tradi tional ways

6

Items reflecting an other-di rectedness in terms of a
fear that success will result in loss of support or
intimacy, and/or separate one from others:
fear of
isolation at work; fear of incurring jealousy

5
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---Category___
Questi_on_7:

Frequency

Are you aware of any ways that women may
be inadvertently sabotaging themselves?

Items reflecting a lack of experience or naivete
regarding the norms, values, or expectations of the
work world: being naive about or avoiding workplace
politics; assuming the system is fair; allowing
others to take credit for one's work; not acting in
a self-promoting manner.

Questions 8, 18, 26:

reluctance to take

CO

Items related to risk-taking:
risks; fear of change

P>

Items related to performance: not recognizing or
deval ui ng ski 1 Is and experience

8

(Asked at the end of the first
three sections) Thinking over these
last few questions, are you aware
of any differences among women
based on class, or culture, or race?

Items related to the additional barriers faced by
minorities and working class women: less access to
resources; denial of privileges; greater pressure to
perform; differences between self and co-workers more
pronounced; White, male, upper-class standards,
rituals, and norms

10

Items related to differences in risk-taking: the
higher the class the easier it is to take risks if
one chooses and to not risk if one chooses not to;
working class and minority women more risk oriented;
Black women take politically non-astute risks

10

Items related to differences in expectations relative
to work:
fewer options for minority and working
class women not to work; Black women are less likely
to expect to be provided for or "rescued" by a man
and subsequently have more experience with decisionmaki ng.

5
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Category_Frequency
Items related to success and achievement: minority
and working class women have lower aspirations,
more difficulty imagining themselves as successful,
less confidence in their chances for achieving, and
see fewer options

5

Items referring to experiences and characteristics
of Black women: socialized to assert needs, to be
strong and independent

5

Question 9:

Are women as a group more likely to experience
more internal barriers than men?

Items indicating that women have more internal barriers
due to their being in a male-defined/dominated work
world: less experience; less support; minority/deviant
status

6

Items indicating women have more internal barriers due
to sex role socialization: men are more psychologically
and culturally prepared for the work world

5

Items indicating little difference in barriers: men
ignore or do not admit them; men have same or more due
to additional expectations on males relative to work

3

Question 10:

Do women have less self-confidence than most
men relative to work?

Items describing women's lesser self-confidence as
situational: women are confident in traditional
female spheres, in relationships, and in nurturing
abilities
Items attributing women's lesser self-confidence to a
lack of experience/exposure in work-world"
Items attributing women's lesser self-confidence to
differences in sex role socialization: men are conditioned to affect self-confidence"
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-^le9°ry___
Question 11:

Frequency

How can women learn to increase their
self-confidence?

Items recommending acquiring support from other women:
dialoguing; networking

5

Items recommending risk-taking

4

Items recommending learning and practicing skills:
negotiation; assertiveness; interview skills; con¬
frontation; learning about work norms/rituals; skills
identification

4

Question 12:

Do women have more difficulty than men making
work-life decisions to enter or re-enter the
job market, change jobs or fields, or relocate
for a job?

Items attributing women's relatively greater decisionmaking difficulty to an other-directedness: considering
the impact of decisions on others

8

Items attributing women's relatively greater decisionmaking difficulty to a lack of experience and practice
with career-planning and decision-making: not socialized
to plan for careers; expectation that men will make work
decisions

4

Items attributing women's relatively greater decisionmaking difficulty to a fear of the unknown or change

3

Question 13:

How can women make this [work-life] decision¬
making process less difficult?

Items recommending women get support and information and
form networks with other women

4

Items recommending women acquire more objectivity: keep
things in perspective; take work less seriously; identify
less with work

3

Items recommending goal-setting and risk-taking

3
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Category_Frequency
Question 14:

Do women tend to over-personalize construc¬
tive criticism related to job performance
more than men?

Items attributing women's relative tendency to overpersonalize constructive criticism to a lack of
experience: not understanding purpose of feedback;
lack of exposure to performance evaluation via team
sports

5

Items attributing men's relative tendency to depersonalize constructive criticism to their learning
how to externalize or utilize it

4

Question 15:

How can women learn to keep constructive
criticism more in perspective?

Items recommending women learn skills associated
with interpreting and responding to feedback: take
.relevant courses; assertiveness training; learn to
dismiss inappropriate feedback; learn to assess
feedback accuracy; practice giving/getting feedback;
seek clarity/ask for examples; identify typical
response pattern

8

Items recommending women seek out support, validation,
mentoring from others

4

Question 16:

Compared to most men, are women more
reluctant to take risks?

Items attributing women's reluctance to take risks to
social conditioning and cultural values: males
encouraged/expected to take risks; few social rewards
for females who risk; risks in traditional female
realms devalued by society
Items indicating that women are more reluctant to take
risks in public"but not private spheres": risk emo¬
tional ly/risk in relationships; pregnancy/chi1dbirth;
staying out of job market to raise children
Items attributing women's reluctance to take risks to
a fear of the unknown and emphasis on safety and
security: women's precarious position in nontraditional fields
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---ate9°ry___Frequency
Question 17:

How can women learn to become better risk
takers?

Items recommending women get/give support, advice, and
information, find role models, and make and use contacts

7

Items recommending women practice taking small risks

5

Items recommending that women learn to keep risk taking
in perspective: realizing one has a right to fail; not
perceiving failure as devastating; seeing risk taking
as a normal part of the game; realizing one does not
need to be a perfectionist; viewing women who do risk
as normal vs. the exception

5

Question 19:

Is women's perception or definition of success
or achievement different from the standard
male version?

Items indicating women define success differently, in
terms of relationships: being liked, accepted, useful
in public and private arenas; success perceived in
terms of the quality of human relations

6

Items indicating women define success the same as men
in terms of money, power, and status

5

Items indicating women define success as achieving in
traditionally female roles: wife, mother, homemaker

3

Question 20:

Do women assume too little personal responsi¬
bility or ownership for their achievements?

Items indicating that women attribute achievements to
external vs. internal sources: luck, timing, the
efforts or oversights of others

9

Items indicating modesty prevents women from publicly
owning achievements: socialized expectations for
female modesty; modesty to protect against criticism
or non-support; fear that public ownership of achieve¬
ments will cause others to distance themselves

7

Items indicating women's use of disclaimers regarding
accomplishments

3
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-----Category_____Frequency
Question 21:

Does women's perspective on failure and
mistake-making differ from men's?

Items indicating women take failure/mi stake-making
more seriously: more bothered by it; do not rebound
as quickly; remember errors longer

8

Items indicating women internalize failure more: assume
more personal responsibility/blame; if effort fails women
perceive selves as failures

6

Items connected with performance: judge themselves as
less competent if fail or make a mistake; high expecta¬
tions and unrealistic standards for self-performance

4

Question 23:

Do women assume too much personal responsibil¬
ity or ownership for failures or mistakes
made?

Items indicating women blame themselves more for
fai1ures/mistakes: personalize more; unable to forget
past mistakes; more self-flagellation

14

Items indicating women do not feel entitled to failures/
mistakesl not entitled to be less than perfect; not
entitled to mistakes that will affect others

5

Items indicating women assume sole responsibility for
failures/mistakes of others: do not recognize role of
others in causing/contributing to failure/mistakes;
naive to sabotage efforts of others

4

Question 24:

Do women overestimate what it takes to be
considered competent?

Items indicating competence is equated with perfectionism:
being fully knowledgeable; overpreparedness (training/
degrees); unassisted acheivement; overly concerned with
detai1
Items indicating competence is mystified: idealize
others in competent positions; assume competence
requires more than it does due to relative inexperience
in work world
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-— t.e9ory---Frequency
Items relating women's over-estimation of what it
takes to be competent with social reality: women know
they'll be judged more harshly; it is riskier for
women to be less competent

Question 25:

2

Do you find that, women often feel like
intellectual imposters, and if so why miqht
this be?

Items attributing imposter feelings to the maleoriented nature of work world: isolation/self-doubt
of pioneers; lack of experience in success circles;
unfamiliarity with gender-biased norms/rituals

4

Items indicating women feel illegitimate because they
never intended/expected/envisioned themselves as
achievers in the work world

4

Items suggesting women ignore/discount external
evidence of their competence

4

Question 26:

How can women stop feeling like imposters?

Items recommending exchanging support/validation/feedback/experiences with others: network with women;
solicit performance feedback from colleagues/
supervisors

8

Items recommending women set goals and realize them:
take risks, test oneself

3

Items recommending women gain greater objectivity
relative to their competence: gain distance from
self-defeating messages; rename negative feelings

3

Question 27:

What kinds of external factors work to
maintain women's internal barriers?

Items identifying sexist attitudes and actions of
individual men in the workplace: expecting women to
be more competent; not taking women's careers seri¬
ously; invalidation; trivialization; stereotyping;
interrupting/ignoring; magnifying women's mistakes
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-Category--Frequency
Items identifying societal and workplace factors:
sex role expectations; lack of day care; physical
threats to safety restricting job relocation to
certain areas; sex and age discrimination; weak
affirmative action efforts; overworkinq/underpaying
women; gender-bias of workplace; lack of mentoring;
lack of skills training; lack of anti-sexism training
for men

8

Items identifying ways women undermine each other:
expecting more nurturing from female bosses; lack of
communication and trust; not supporting women in
non-traditional jobs; overcriticism of other women
to protect oneself

3

Question 28:

What kinds of over-arching social changes
are needed?

Items reconmending changes in chi Id-rearing practices:
non-sexist role modeling; ending sex role proliferation;
increasing male participation in parenting

7

Items reconmending networking/support/dialoguing/peer
consciousness-raising/and counseling by and among women

6

Items recommending eradicating sexism in schools

5

Question 29:

What changes should women make?

Items related to inner self-change: identify internal
barriers; interrupt self-defeating messages; unlearn
limiting sex role socialization

9

Items recommending gaining relevant information and
skills: assessing market value of skills/market
trends; risk taking skills; learning workplace norms/
values/expectations/rituals/treatment of women and
minorities

9

Items recommending women interact with other women:
get/give support; learn from others' successes; form
networks/coalitions across organizational levels;
form alliances around other forms of oppression

7
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-Category
Question 30:

Frequency

What kinds of attitudes, behaviors, and
tendencies characteristic of women are
enabling to them in their work lives?

Items referring to responsiveness to others: abilities
to be compassionate, empathetic, nurturing, caring,
supportive, and giving; human relations and inter¬
personal skills

13

Items referring to intuition and perceptivity gained
through the experience of being oppressed

7

Items referring to the flexibility and adaptability
required of oppressed groups

5

Items referring to self-awareness: in touch with
feelings/body/sources of stress; willingness to seek
outside help

5

Discussion and Conclusions

It is not the intent of this researcher, nor of this study, to
make sweeping statements of fact about all women relative to the inner
obstacles inhibiting women's work lives.

However, it does appear feas¬

ible to select certain reoccurring themes which were found here and were
echoed in other research by which cautious generalizations can be made.
Moreover, these themes can, in turn, guide training programs designed to
alleviate the problem.
Three major areas--(l) socio-cultural expectations and realities,
(2) other-directedness, and (3) performance--were determined to be
critical in understanding internal barriers to women's occupational
achievement.

Moreover, these areas are considered to constitute a
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comprehensive paradigm for examining this phenomenon.

These three areas

are discussed briefly here.
Certain external factors, labeled here as socio-cultural expecta¬
tions and realities, can be expected to either cause or contribute to
the kinds of self-limiting philosophies and patterns which impede women
occupationally.

The expectations of the larger culture for appropriate

female-male roles and behaviors were found to often disable women's
sense of themselves as valuable contributors to the work force as well
as limit the range of behaviors considered acceptable for women.

Given

that all women belong to more than one social group it can also be
expected that their experience in the work world will be affected by the
interplay between institutional and individual forms of sexism, hetero¬
sexism, racism, ageism, and classism.

As a group however, all women

must endure a culture which depreciates their worth and invalidates
their experience, and where they must function in a work world which is
male oriented and defined.
Women's other-directedness (meaning their embeddedness in rela¬
tionships, their vast capacity to care for and about others, and their
keen sense of connectedness and responsibility to those around them) can
be considered a salient factor influencing numerous facets of women's
work experience.

This interdependence was found, for example, to prompt

many women to incorporate the needs of others into their occupational
decision-making.

Women's ageless role as caretaker in the private world

of the family frequently complicates their efforts to function in the
work world by putting in conflict the needs of others with their own
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occupational priorities.

Moreover, in the face of significant others

who mandate that females tread the more traditional paths, women must
often choose between their own monetary and achievement needs (which
could perhaps be better served in non-traditional jobs) and their count¬
ervailing desire to secure the love and approval of others.

Yet, the

same women who were deemed relatively conservative about taking risks in
the more public world of work, were said to be quite adept at risking
emotionally in the less visible, less valued private world of relationships--especially when risking is in the service of caring.

Many of

women's people-oriented skills can be highly valuable in the work world.
However, intemperate loyalty to an employer, selfless service, perverse
dependence on positive regard, vulnerability to the opinions of others,
and inordinate concern for how one's success and failure will impact on
others were all considered dysfunctional tendencies sure to render any
woman less effectual in her job.
Issues related to performance (meaning here how women experience
themselves relative to success, failure, and competence) were considered
critical in comprehending the ways in which women may limit themselves
occupationally.

For example, women are frequently stymied by a defini¬

tion of competence which presumes that they must perform with perfection
and that furthermore, this must be done without the aid of others.

The

expectation too, is that in order to be competent they must demonstrate
expertise in all endeavors and in multiple roles.

As a consequence,

women often attach a certain mystique to those they deem to be competent
and hence, dismiss themselves as inadequate by comparison.

The
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yardsticks women use to measure their own failures and successes are
similarly warped.
nalized.

Failures become internalized, achievements are exter¬

Worse, women typically do not feel that they have the right to

fail nor to succeed.

Fearing the real and imagined cost of failure as

well as the perceived price and responsibility of success, women are
finally then left in a kind of achievement limbo.

By overidentifying

with one, underidentifying with the other, feeling entitled to neither,
and fearing both they are denied an accurate, internalized picture of
their own abilities which, ultimately, renders them unable to learn from
their failures, embrace their successes, and exorcise the erroneous and
crippling view of themselves as intellectual imposters.
In conclusion, the internal barriers to women's occupational
achievement are born of a complex interplay between external and inter¬
nal variables.

Happily, both areas lend themselves to change.

For

these reasons, efforts to help women realize their full occupational
potential must attend to both systemic and psychological factors.

It is

only through this kind of dual effort that the occupational status,
options, and effectiveness of women will improve.
Recommendations for Further Research
This exploratory study generated a number of ideas and insights
for investigation in future studies.

Due to the relatively broad scope

of this study, many of the findings summarized in the previous section
require further testing with a larger population gleaned from diverse
occupational and social backgrounds.

For example, this study speaks, to
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a certain extent, to some of the differences among women of varying
racial groups.

Clearly however, a more indepth and systematic cross-

cultural analysis needs to be conducted.

Studies might also examine

whether certain inner obstacles are characteristic of women in one job
category or another, e.g., nurses, factory workers, managers, trades¬
people, graduate students.

Other contributive avenues of research are

outlined below.
Two prevalent themes to emerge in this study were those which in¬
volved the notions of rights and fairness.

It was found, for example,

that some women do not feel entitled to make mistakes, to succeed, to
assume leadership roles, or to have their own needs met.

A related

finding was that many women embrace the erroneous assumption that the
system is fair.

Such women persist in the belief that hard work will be

automatically noticed and rewarded and that workplace decisions are
gender neutral.

These two findings suggest that a further examination

of women's concept of rights would be useful so as to discern in what
additional ways it may impact on their attitudes and behaviors in the
work place.

(An invaluable springboard from which to launch such an

investigation would be Carol Gilligan's (1982) work on the differences
between women's and men's moral development and reasoning.)
Briefly touched upon in this study were some of the early, and
frequently constraining, messages that female children tend to receive
about success, failure, and competence.

The relationship between these

early messages and adult women's achievement strivings is an important
one and deserves further investigation.

This should always be done with
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an eye to class and race distinctions.

Similarly, it was found here

that many older women, and White middle class women in particular, were
raised to believe that they would grow up to become housewives as op¬
posed to wage earners.

When such women did find themselves in the job

market some were said to either see themselves as being somehow less
than legitimate in their worker roles or else view their working as a
short-term arrangement.

Future research may seek to discover whether

younger women and girls who have grown up exposed to relatively more
wage earning women are more likely than their older counterparts to
foresee themselves as legitimate, permanent members of the workforce.
This study found that women's propensity for being other-directed
influences their attitudes and behaviors in the workplace in numerous
ways.

Examples include inordinate concern for how others at work per¬

ceive them and the fear that success will automatically result in their
alienation from those around them.

Given that this study discovered

rather than tested for this kind of orientation to others, a fruitful
avenue of research would be to examine in what additional ways women's
work lives are affected (both positively and negatively) by their atten¬
tiveness to others.
Also substantiated by this study was the tendency for many fully
competent women to not recognize themselves as such but to instead be¬
lieve themselves to be "imposters."

The pervasiveness of this inaccur¬

ate and debilitating self-perception points to the need to examine it in
a more deliberate fashion.

Research may, for instance, investigate the

relationship of such background variables as personality traits, race,
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age, and class, as well as early experiences and messages females re¬
ceive related to success and achievement, competence and failure.
Lastly, not all women experience the kinds of self-limiting ten¬
dencies described in this study.

As one means toward the termination of

such tendencies, further research should identify women who report ex¬
periencing fewer internal barriers than others to discover what has
helped them to reach this stage.

In conclusion, research studies organ¬

ized around any one of these topics might serve to provide relevant
information as to both the factors which create and maintain the inter¬
nal barriers impedinq women in their work lives as well as effective
strategies for halting them.

Implications for Education and Training

The findings of this study hold a multiple of implications for
educational and training programs.

Described here are the topics and

issues which should be considered when developing curriculum or design¬
ing workshops aimed at helping women to interrupt the kinds of selfdefeating attitudes and actions reported in this study.

Additionally,

while this section speaks most directly to those who design and conduct
career-related training programs, many of the implications are easily
adaptable to counseling settings, i.e., guidance, career, and therapy as
well as to non-teaching kinds of educational programming.
Chapter V offered a model describing three categories by which
women's inner obstacles relative to occupational achievement can be
understood.

Within each of the model's three categories there are
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numerous applications for training designs.

It should be noted again,

that while chapter V essentially described these categories separately,
they very much operate in concert.

It would be inconceivable for ex¬

ample, to refer to women's fear that success will distance them from
others as an example of women's other-directedness without placing it in
its proper social context, i.e., high achieving women are frequent
victims of social isolation, especially in male work domains.

For this

reason, the major themes from all three areas should be incorporated
into any training design.

Moreover, no design should attempt to focus

on one area without at least minimally addressing the relationship it
bears to either or both of the other two.

For the sake of clarity

however, the training implications will be presented here first in terms
of the model's three categories and second in terms of overall consi¬
derations .

(1) Sociocultural Expectations and Realities
The first step toward helping women to overcome their inner ob¬
stacles is for training designs to emphasize the interplay between
women's internal experience and their external reality.

Women must be

made aware of the impact of institutional and cultural sexism for two
reasons.

One reason is so that women can more realistically assess the

external sources for their feelings and perceptions, and two, so that
they may acquire knowledge and insight enabling them to more effectively
impact on the behavior of others in order to better instigate change.
Similarly, a training emphasis which stresses the impact of rac¬
ism, classism, and ageism, as well as the role that heterosexism plays

238

in maintaining sexism, should be a mainstay in al]_ trainings, not just
those with minority, working class, older, or lesbian participants.

It

is the contention of this researcher that all women can benefit from
understanding the ways in which their and others' experiences in the
world are influenced by race, class, age, and sexual orientation.

For

one thing, such information can be expected to increase self-knowledge
and hence insight.

Secondly, expanding women's (and men's) understand¬

ing of how their experience in the world may be both similar and differ¬
ent from that of others has the potential to increase their ability to
relate to and interact with people from varying backgrounds and experi¬
ences.

One way that this goal can be met in a training setting is for

the trainer to actually name a particular experience as peculiar to a
given social group.

For instance, if White women describe "womankind"

as growing up expecting to be financially provided for by a man, the
trainer should point out that although that clearly is the experience of
most White middle and upper class women who have been raised tradition¬
ally, it is not necessarily the experience of minority or working class
women.
As this study indicated, the problems of women from oppressed
racial groups require specific attention.

For example, a training goal

for working with Black women should be to help them to resolve any con¬
flicts associated with having to compete with Black men for scarce jobs.
On the other hand, Latino women, due perhaps to more rigid sex role ex¬
pectations within the culture, were found to need more support and
encouragement for pursuing non-traditional jobs.

(Jimenez-Vasquez
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(1976) recommends too that Latino women and others should be helped to
identify and decrease any guilt they may have of betraying their cul¬
ture, religion, or family by becoming successful in either nontradi tional roles or in White society.)

Along with the greater likeli¬

hood for relatively low levels of self-confidence, working class and
older women were also said to be apt to suffer from a lack of family
support for assuming non-traditional roles.

Thus, for this group

training should both attend to issues related to confidence and provide
needed support for stepping outside of conventional roles.
For all women, and working class and minority women especially,
training should provide information that will enable women to become
more politically astute in a work world which, by and large, is race,
gender, and class biased.

This includes both politicizing women as to

the White, and male, and upper class underpinnings which typically guide
organizational life, as well as providing women with the kinds of skills
and competencies that they are believed to be less experienced in, e.g.,
negotiating for money, career planning, conducting job searches.
The unpolitic tendency for many women not to pursue job related
benefits or advancement opportunities, or to in other words "wait" for
these things to come to them requires particular attention.
emphasis should be in two areas.

Training

The most obvious one is to remind par¬

ticipants of the early conditioning of most women to be non-initiators,
patiently awaiting the assistance of another.

Equally important,

though, is to critique the underlying belief shared by so many women
that the system is fair, meaning that hard work will be recognized and
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rewarded and that all people, regardless of gender, are treated impar¬
tially.

The task of training should be to alert women to the fact that

such views are at once erroneous and limiting to their adherents.

By

encouraging self-assertion and bringing to the foreground the fact that
when it comes to women and work, the system is clearly rigged, training
can propel women to claim those job rewards which are rightfully theirs.
For White middle class populations especially, training should
encourage risk-taking behavior in order to advance their occupational
standing.

Increased risk taking has also been found to positively

affect one's self-esteem and confidence (Siegalman, 1983).

Thus, train¬

ing should include activities designed to identify and alleviate the
fears associated with taking risks.

Indeed, risk taking itself should

be presented as a cluster of skills that any woman can learn rather than
as a predisposition possessed by mythical superwomen.
As the subjects of this study reported, some women harbor quite
unrealistic fears about what terrible fate might befall them were they
to assert themselves by, say, asking for a promotion or a raise.

In

addition, women were also said to often see only the hazardous side of
risk taking.

Both of these attitudes can be addressed in training by

pursuing facets of women's early conditioning.

It is conceivable, for

example, that this presumption of punishment may be due to the fact that
girls and women are forever cautioned to be careful, to avoid danger, to
always look over their shoulders for those who wish to do them harm.
Women learn that if they are not cautious (and instead ask for a promo¬
tion) , and something bad does happen (the request is denied), it is not
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only their own fault, but that they also deserve what they get (like
getting fired for even asking) because, after all —they were warned.
However, this is not to suggest that assertive behavior on the part of
women is not sometimes subjected to varying forms of backlash, e.g.,
ridicule, exclusion, or discrimination.

For this reason, the existence

of certain social penalties should of course be acknowledged.

Yet, a

goal of training should be to help women to allay some of the more far¬
fetched and occupationally stagnating fears like expecting to be fired
for merely requesting a promotion.

In particular, activities should be

designed which help women to assess the pay-offs and play down the
penalties of acting in one's own best interest.
An examination of sex role acculturation must inevitably find its
way into trainings of this nature.

The subjects of this study indicated

a number of important areas to address.

These include:

any social ex¬

pectations for female modesty that may inhibit women's ability to publically claim ownership for their accomplishments; sex role learnings
which prompt women to collude in or maintain their own oppression such
as acting in stereotypically feminine ways, accepting the myth of male
superiority, and stereotyping or not supporting other women; and issues
related to the kinds of learned dependency, passivity, and need to be
rescued that characterize the socialization of Latino, Asian, and White
women.
As this study learned, many women (although less so for Black and
other minority women) grew up assuming that as adults they would be
homemakers rather than full time members of the workforce.

For this

242

reason, training should address possible consequences to those women who
were neither encouraged nor prepared to think of themselves as workers,
yet do or will nonetheless work.

This study revealed some of these con¬

sequences to be feelings of precariousness or impermanence in the work
world, a lack of seriousness related to career planning, and a demoral¬
izing sense of not being fully legitimate in their roles as workers.
Such women should be helped to articulate any such conflicts between
their learned expectation and their present or future reality.
So-called non-traditional women often face disapproval and non¬
support from family, friends, lovers, and society in general.

In addi¬

tion, a "non-traditional woman," e.g., a working mother, is typically
confronted with structural role "overload" problems.

Both of these im¬

pediments to occupational growth should be addressed in training,
particularly since these problems are increasingly no longer true of
just the minority but of the majority of women workers.
Facilitators of trainings might go a step further to raise women's
consciousness by calling for a fundamental shift in social arrangements
whereby requisites for sex equity are men entering the domestic realm
and contributing to childcare (Rosaldo, 1974; Chodorow, 1974; Kosinar,
1981).

Nancy Chodorow (1974), for one, recommends that children of both

sexes develop a personal identification with more than one adult of more
than one gender.

Furthermore, she asserts that in order for more

healthy and equitable sex roles to emerge, girls need to grow up around
women who have a valued role other than childcare, one which recognizes
spheres of legitimate control.

Boys, on the other hand, need exposure
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to men who take a major role in childcare.

Such arrangements, Chodorow

claims, could help to insure that both daughters and sons acquire a
strong sense of self which is sufficiently individuated and a gender
identity which is both secure and positively valued.

For females this

would mean a gender identity unencumbered by low self-esteem, ego¬
boundary confusion, and an all-consuming relatedness to others.

For

males this would mean a gender identity which is not based on a "compul¬
sive denial of any connection to others" (1974:66).
This study's findings also indicate that the changing roles of
women and men raise perplexing questions for women about gender and
identity.

The rapid transformation of the rules and norms governing sex

roles is leaving many women, and particularly older women and "displaced
homemakers," in a quandary as to where and how they fit as women.

Pre¬

pared for the first half of the 20th century but living in the second,
older women must grapple with their own and others' expectations of
women, especially in relation to work roles.

Such inner dilemmas are

compounded for Latino (Gonzales, 1976), Asian-American (Fillmore &
Cheong, 1976), and working class women who frequently face stronger
familial and/or cultural resistance to change.

Thus, training must

address both the internal and social pressures faced by women relative
to roles and help them to assess their own role related values and
needs.
Another area of turmoil for many women, esDeciallv feminists,
involves dilemmas related to values, compromise, and identity.

Ques¬

tions for these women revolve around how to be oneself in the world.
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H°w» for example, to succeed in a White male-dominated work world with¬
out seriously compromising their feminist values?

How to advance in a

male-dominated workforce without, in Chesler and Goodman's words, "be¬
coming part of the machinery that keeps this a man's world?" (1976:258).
As a case in point, it was reported here that women frequently define
success in terms of the quality of human relations.

Yet, they were also

thought to have a countervailing need to "find some expression and
achieve in the traditional work world," where success is measured more
in terms of money and power over.

This schism led the same subject to

remark that "one of the contemporary challenges ... is integrating
those two definitions of success given the fact that we are a material
society and there isn't going to be an instant revolution."

Thus, one

of the aims of training should be to help women to explore this kind of
tension between their economic needs and their Dolitical values and to
begin to create new paradigms for achieving which are feminist, i.e.,
non-exploitive, in nature.

(2) Other-directedness
As the findings of this study indicate, women are inclined to be
other-oriented or other-directed.

All too often women's profound sense

of themselves as existing in relation to others is either ignored,
denied, or chastised by some who, for whatever reason, either do not
recognize its significance or regard it as a liability in the more
individualistic male work world.
Admittedly, those who perceive women's other-directedness as
either inauspicious or as occupationally dysfunctional are partially
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correct.

A healthy concern about the needs and opinions of others is

one thing, but immoderate responsiveness and dependence however, is
self-effacing and limiting.

Thus, training designs should help women

value their caring while also alerting them to some of the dangers of
excessive other-directedness, such as holding oneself responsible for
others' good and bad fortune, of not meeting one's own legitimate needs
out of either excessive loyalty to an employer or fears about the dis¬
approval of others, and allowing the need to be liked by others at work
to interfere with the mandates of the job.
At the same time, training should highlight the specific ways in
which women are enabled by their communal orientation.

For example, in

response to the preeminence of the male achievement mode, Hoffman
echoed the sentiment of the subjects of this study when she countered
that,
A richer life may be available to women because they do not so
singlemindedly pursue academic or professional goals. And from a
social standpoint, a preoccupation with achievement goals can blot
out consideration of the effect of one's work on the welfare of
others and its meaning in the larger social scheme. (1981:28)
Women's human relations skills, their characteristic commitment to
honesty and integrity, as well as their dedication to oeople, must be
brought to the foreground in a systematic fashion so that women may
begin to count them among their repertoire of functional skills.

One

way for training to explain women's intuitive and interpersonal skills
is to point out the conceivability that such skills are honed in re¬
sponse to oppression.

As Jean Baker Miller describes it,

?46

[Women], then, know much more about [men] then visa versa. They
have to. They become highly attuned to [men], able to predict their
reactions of pleasure and displeasure. Here, I think, is where the
long story of "feminine intuition" and "feminine wiles" begins. It
seems clear that these "mysterious" gifts are in fact skills, devel¬
oped through long practice, in reading many small signals, both
verbal and non-verbal. (1976:10)
Just as women's adeptness at sensing, emoting, and empathizing
should be affirmed, training must counter women's self-image as low risk
takers by validating the relationship kinds of risks routinely taken by
women in the private sphere.

The challenge is to help women to first

recognize and secondly transfer the kind of fortitude and daring they
demonstrate in private realms into the public domain of the work world.
Women's experience with success and failure was also found to be
very much affected by their other-directed tendencies.
success, training should speak to two areas.
or definition of success.

In the case of

One is women's conception

As this study revealed, many women gauge suc¬

cess less in individualistic or material terms and more in relationship
terms.

For many women the primary concern is whether their job is serv¬

ing or contributing to the welfare of individuals or society and whether
they can maintain the connections between self and others by being liked
and needed at work.

Therefore, training should encourage women to de¬

termine in what ways an orientation to others may feature into their
notions of success and to then assess what, if any, impact that has on
their occupational behaviors, needs, and goals.
Second, training should examine the role that being other-directed
plays in women's fears about success.

This necessitates exploring such

attitudes as achievement must inevitably come at the expense of others
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and success will cause separation from others.

Of equal significance is

women's legitimate preoccupation with the fact that success in maledominated fields often comes at the price of increased isolation from
other women.

Training can be helpful in suggesting ways for women to

create networks of sunport as well as other strategies for coping with
the potential seclusion of success.
Finally, training should illuminate the parallels and the detri¬
ments of women's fears about both success and failure.

For example,

like success, women were said to fear that failure would somehow hurt
others.

They were also reDorted to be afraid that failure (again like

success) would separate them from others--in this case because of the
assumption that if they make a mistake others will reject them.

Train¬

ing can help failure to become less menacing to women by prompting them
to more realistically assess its impact on those around them.

(3) Performance
Beyond the aforementioned implications that success, failure, and
competence hold for training, any training whose purpose it is to
address the internal barriers women have to achievement must look at
these three critical domains as they relate to performance.

Such issues

do not of course exist in a vacuum but rather must be treated within a
social context.

For example, women's erroneous belief that competence

requires some perfect functioning must be linked to the fact that these
rigorous self-expectations have been created, in part, in response to
the greater pressures on women to prove themselves qualified.

Apart

from acknowledging external pressures, training must help women to
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create more realistic and achievable internal standards of competence.
This can be done by teasing out some of the variables that prompt them
to use such exaggerated yardsticks in the first place--like the greater
scrutiny women face and the mystique in which they hold people in compe¬
tent positions.

Another strategy is to assist women to discover not

only the price of perfectionism but the subsequent benefits of abandon¬
ing exorbitant self-expectations.

One way to approach this is by in¬

cluding activities designed to build women's levels of confidence.
This, according to Siegelman, is vital because:
Letting go of your zeal for perfectionism is like letting go of a
little part of yourself. But that, in turn, requires a certain
security about who you are; if you're uncertain about that, you
can't afford to relinquish anything. Letting go means having con¬
fidence that whatever you do is "good enough" and that "good enough"
is really all that fallible humans can aspire to. (1983:120)
Many career-related training programs for women concentrate on
teaching women new skills needed in the job market.

Given women's rela¬

tive newcomer status in many work spheres, skills training is a neces¬
sary and supported approach.

However, the findings of this study sug¬

gest that in conjunction with efforts to increase women's skill profi¬
ciency, training must also help women to identify and take credit for
the skills, knowledge, competencies, and prior experience they already
have.

Therefore, what is required is helping women to look at how and

why they may be devaluing, discounting, or ignoring the skills they cur¬
rently possess.

It is also important that training speak to the need of

some women to receive an inordinate amount of outside reinforcement of
their competence and to discover ways to find validation from within.
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The importance of the above points may be overlooked because, as
Miller discovered, "... women's major difficulty lies more in admit¬
ting the strengths they already have and in allowing themselves to use
their resources" (1976:36).

To recognize their own competence would

require giving up the image of the weak little girl which, despite its
inaccuracy, Miller found some women feel a need to cling to.

For many

women, it seems, there is an unnamed fear of not being weak.

Perhaps

this is because with strength, these women fear, comes responsibility.
As this study found, for some women fear of success is actually the fear
of the responsibility and accountability that success can bring.

This

fear is often related to women's lack of confidence in their ability to
handle additional "tough" responsibilities.

The subsequent desire

arises on the part of women to have some presumably stronger person
handle the major responsibilities for them.
Two other aspects of success deserve attention.

First, training

should examine the efforts of some women to avoid or to minimize their
potential for success.

This includes aiding women in understanding the

ways in which they may be inadvertently sabotaging their changes for
achievement.

Second, efforts need to be made to uncover any debilitat¬

ing beliefs that women may hold that they are not entitled to achieve.
As one subject illustrated, self-affirmation of one's right to be suc¬
cessful can be a powerful mobilizer:
One thing that has helped me is the feelings of defiance or anger I
can get at not feeling entitled. Out of the anger will come the
courage to act despite my fears. I insist to myself that I have a
right to be where I am.
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Training should also be a catalyst for moving women to put failure
and mistake making into their proper perspective.

Women need to be

taught new responses to failure which are not self-effacing.
quires attention to three areas.

This re¬

One, a goal of training must be to

make failure less menacing by helping women to depersonalize or, in
other words, to better distance themselves from their shortcomings.

By

doing so, women might come to see that if the venture fails, they are
not failures.

Similarly, training should encourage women to learn to

separate constructive criticism from their self-worth.

One way to

accomplish this is by coaching women in both how to accurately assess
the intent of negative feedback as well as how to better utilize it to
hone skills and enhance performance.

Finally, as was the case with

success, the perceived lack of entitlement distorts many women's per¬
spective on failure and mistake making.

Women must be urged to discover

within themselves exactly why it is that they do not feel they deserve
to make human and inevitable mistakes.

From here training can begin to

affirm women's inalienable right to fumble or fail.

One strategy

involves teaching women how to effectively capitalize on failures or
blunders as a means toward improving future performance.
Lastly, the fact that so many women adhere to the disabling belief
that they are intellectual imposters requires it be afforded special
attention in training sessions.

Particular emphasis must be on develop¬

ing means to help such women to reverse their current pattern of inter¬
nalizing failure and externalizing success.

Moreover, treatment of

fraudulent feelings must go beyond a psychological view to include
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variables outside of the individual woman which may cause or reinforce
them.

One area training must speak to is how the culture as a whole

devalues women's contributions.

For instance, women need to realize

that their propensity for attributing their successes to luck is fre¬
quently shared by sexist observers of both genders (Deaux & Emswiller,
1973).

The fact that women are apt to feel like frauds can also be

linked to their deviant status in the White male or "dominate" world of
work.

Since the qualities, perceptions, norms, rituals, behaviors,

values, and qualifications of Whiteness and maleness form the standard
of measurement by which all others are valued or depreciated-women and
oppressed racial groups could, in one sense, be nothing other than
pretenders, posing as insiders but yet never fully accepted as the real
McCoys.

(4) Overall Considerations
As was stated earlier, there are some overarching implications for
training which cut across all three of the model's topic areas.
in point is the issue of entitlement.

A case

Women's abridged sense of deserv¬

ing emerged in slightly different forms in all three domains of the
model.

(1) Under the rubric of sociocultural expectations and realities

for instance, it was reported that not all women feel entitled to assume
positions of power and authority due to internalized beliefs about sex
roles.

In other cases, women were said to simply be uninformed as to

the kinds of job entitlements they are due.

(2) In the case of women s

other-directedness, it was noted that many women feel they have no right

252

to meet their own needs until they have tended to those of others.
(3) And, a woman not feeling entitled to receive a raise or a promotion,
to flounder or to fail, or even to succeed were all thought to be essen¬
tially performance-related issues.
Still a fourth consideration has to do with the role that self¬
esteem plays in women not feeling entitled.

It was sometimes difficult

to interpret precisely what was behind subjects' observations that women
often feel they do not deserve a raise.

Do women feel they are not

entitled out of some self-doubt related to skills, ability, or perfor¬
mance, or do they feel themselves to be undeserving as a person?

Given

the psychological toll that sexism takes on women, the latter interpre¬
tation cannot be discounted.

This necessitates that training build in

mechanisms designed to at least address (if not enhance) the self-esteem
of participants.

This emphasis is especially important because in¬

creases in self-esteem in turn produce increases in feelings of freedom
and expansiveness (Seymour, 1977).

And since implicit in freedom is the

notion of rights, it can be argued that if women felt more esteemed,
they would probably feel more entitled to recognition, rewards, failure,
and self-determination.
Another primary goal of training should be to engage women in a
renaming or reframing process aimed at validating women in the face of
overwhelming cultural devaluation.

Indeed, training which focuses pri¬

marily on the ways in which women defeat themselves may be interpreted
by some as harping on women's vulnerabilities to the exclusion of their
strengths.

By reframing some of women's "weaknesses" in terms of their
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functionalism or strengths, training can avoid the risk of further
demoralizing participants and instead lead them toward greater empower¬
ment.

Examples of this kind of reframing process include:

acknowledg¬

ing women's perfectionism to be, in part, a survival mechanism made
necessary by a work world often overly critical of its female members;
reinterpreting the dependency and weakness associated with women's
other-directedness by emphasizing the remunerative aspects of consider¬
ing the needs of people in an organization; and countering women's
reputed hesitancy to take risks on the job by highlighting the risks
women routinely take in their relationships with others.

In fact, it

can be argued, the task of training itself is made infinitely easier by
virtue of women's capacity to admit feelings of vulnerability and weak¬
ness (Miller, 1976).

The very willingness of most women to expose and

discuss their fears gives them an edge in turning their shortcomings
around.
Lastly, when asked for suggestions and recommendations for alle¬
viating women's inner obstacles, the subjects of this study repeatedly
and overwhelmingly called for such things as increased support and net¬
working among women.

This points to the need of training to facilitate

dialogue among women on these topics, to encourage women to establish
viable support systems both within and outside of the work setting, and
to assist women in building coalitions among and between women from
diverse occupational, economic, age, and racial/cultural experiences.
In conclusion, training which is designed to help women overcome
the internal barriers blocking their occupational achievement must
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consider the problem from several different angles.

In broad terms this

means looking at the three dimensions of the model presented in Chapter
V, namely, the expectations and realities operating within the larger
cultural mileaux, the ways in which women's emphasis on others impacts
on their occupational lives, and women's experience with the perfor¬
mance-related areas of competence, success, and failure.
The overall aim of training of this nature should be to provide
women with tools such that they may liberate themselves from those
philosophies and patterns which they themselves deem to be constraining
to them in their work lives.

What this requires of course is allowing

women to decide for themselves which areas are problematic and which are
not.

Training should not attempt to convince women to aspire to succeed

or achieve by male criterion.

Instead, the overarching goal must be to

provide women with accurate information which will:

(1) highlight their

values, skills, and strengths both as individuals and as women; (2) in¬
form their decisions; (3) increase their effectiveness in the workplace;
(4) expand their range of options in the whole of the human experience;
and (5) help them to increasingly value themselves as human beings.
Conclusions

The data for this study were collected from female trainers who
design and conduct workshops and training seminars for women on issues
related to occupational growth and development.

By combining the in¬

sight and observations of these subjects with the pertinent literature,
a conceptual model was developed detailing the kinds of inner obstacles
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impeding women in their work lives.

Thus, this dissertation presents a

model designed to expand our knowledge of such barriers.
comprised of three related areas:

The model is

(1) sociocultural expectations and

realities, (2) other-directedness, and (3) performance related issues.
Training which seeks to alleviate the internal barriers to women's
occupational achievement must consider the ways in which these three
areas interface.
This study pointed to numerous avenues of future research.
cific recommendations were outlined in this chapter.

Spe¬

Furthermore, it is

the hope of this investigator that the findings presented here will lead
to further efforts to understand the complexity of the internal barriers
obstructing women's achievement strivings so that future interventions
may be more effectively designed and implemented in order to contribute
to women's ongoing development and the renewal of their capacities.
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Interview Questions
Section I

General Questions

Explanation to subject: This section consists of eight questions, the
first of which is very general and the next seven are variations of the
first. Some of the questions are apt to sound redundant, however each
is designed to pull for slightly different information.
1.

First, I would like for you to simply list for me some of the more
self-imposed or internal barriers that you have found to impede
women.

2.

What kinds of attitudes, values, and/or assumptions commonly held
by women are likely to be limiting or detrimental to them occupa¬
tionally?

3.

Can you think of any behaviors, or patterns, or actions which can
be considered characteristic of women which may be potentially dys¬
functional to them occupationally?

4.

Are there any characteristics or tendencies typical of women which
could undermine them in work realms?

5.

What kinds of things are likely to keep women from taking steps to
say seek additional training, apply for a new job, ask for a raise,
seek a promotion, or change fields altogether?

6.

Are there some specific things that women seem to have apprehen¬
sions about or a fear of?

7.

Are you aware of any ways that women may be inadvertently sabotag¬
ing themselves?

8.

Thinking back over these last few questions [recap], are you aware
of any differences among women based on class, or culture, or race?
Do some barriers seem more or less problematic for one class or
race or another?

Section II

Male-Female Comparison Questions

Explanation to the subject: The following is a series of questions
which ask you to compare female and male attitudes and behaviors in a
number of work-related areas.
9. Do you think that women as a group are likely to experience more
internal barriers than men?
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10.

Do you find women tend to have less self-confidence than most men
in relation to work?

11.

Are there some ways that women can learn to increase their selfconfidence?

12.

When it comes to making work-life choices such as decisions around
entering the job market for the first time, re-entering the job
market, changing jobs or fields, or relocating for a job--do you
find that women tend to have more difficulty than men in making
such choices? Why or why not?

13.

Are there some ways you can recommend for women to begin to make
this [work-life] decision-making process less difficult?

14.

Do you think that women, more so than men, have a tendency to over¬
personalize the constructive criticism they nay receive about job
performance?

15.

How can women learn to keep constructive criticism more in perspecti ve?

16.

Compared to most men, do you think women tend to be more reluctant
to-take risks?

17.

How can women learn to become better risk-takers?

18.

In thinking back over this last section [recap] do any class or
racial differences come to mind?

Section III

Performance-Related Questions

19.

Do you find that women's perception or definition of success or
achievement tends to be different from the standard male version?

20.

When women do succeed or accomplish something do you find they tend
to assume too little personal responsibility or ownership for their
own achievements?

21.

Do you find hat women tend to have a perspective on failing and
mistake making which is different from most men s?

22.

In terms of their work, do you find most women tend to assume too
much personal responsibility or ownership for their failures or or
mistakes made, meaning oversights, midjudgements, blunders.
a.

Do you think that some women feel less entitled to make mis¬
takes or fail than men?

274

23.

The question has to do with the accuracy of most women's definition
or perception of what it means to be competent--do you find that
women have a tendency to over-estimate what it takes to be consi¬
dered competent?

24.

It has been found that many obviously competent women often believe
themselves to be "imposters" or "frauds" meaning, they do not ex¬
perience an inner sense of competence and instead attribute their
accomplishments to either luck, to the efforts of others, or to
their success at fooling others into thinking that they are compe¬
tent. In your experience, does this imposter syndrome sound famil¬
iar to you and if so why might women feel like imposters?

25.

What can you suggest that obviously competent women need to real¬
ize, do, or change in order to more fully experience themselves as
competent?

26.

This last section has been about success, failure, and competence.
Again, are you aware of any class or racial distinctions as to
where women might be on these three issues?

Section IV

Change-Related Questions

27.

This next question is about the maintenance of women's inner bar¬
riers. Once these self-limiting patterns and philosophies are
intact--what kinds of external or environmental factors, particu¬
larly in the workplace, are likely to reinforce them?

28.

Where and what kinds of changes are needed in order to begin to
interrupt these kinds of inner obstacles faced by women?

29.

Can you identify some things that women themselves should either
start doing or stop doing, learn or unlearn in order to begin to
interrupt their self-limiting patterns and philosophies?

30.

What kinds of attitudes, behaviors, and tendencies characteristic
of women are likely to be enabling to them in their work lives?
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For those of you who might like the opportunity to
^®flect oft your responses in advance of the interview, I
have put together a brief synopsis of most of the questions.
Let me preface the questionnaire with a few remarks.
First, you will be asked for your knowledge, insight,
experience, examples, and anecdotes regarding the topic of
women's internal barriers to occupational potential.
Internal
barriers is a term I am using to describe women's own selflimiting patterns and philosophies or in other words, the
ways we have learned to think, and act, and feel which, for
a variety of reasons, are apt to undermine us or be dysfunc¬
tional in occupational realms.
In addition, it is often a fine line separating what is
a social or external barrier from what is a psychological or
internal one.
Actually, most inner barriers
hindering women may
be considered social in that they tend to be externally caused.
The problem, of course, arises when women internalize the external.
At any rate, try not to get too hung up on whether or not you're
crossing that external-internal boundary - although my focus
is clearly on the internal obstacles.
Throughout the interview the terms 'occupational' and 'workrelated' will be used.
These terms are being used in their broad¬
est sense to encompass pre-job entry, re-entry into the job
market, current employment issues, transfers, future positions,
promotions and advancements, and changing fields altogether.
You are being asked then, to consider more than just current
on the job situations and issues.
Additionally, although your
frame of reference will undoubtably be those occupational spheres
with which you are most familiar, try to keep in mind both
traditional and non-traditional occupations as well as what are
described as 'professional' and 'non-professional' ones.
Lastly, women's experiences around this issue are bound
to vary based on their racial, cultural, and class background.
It is important that you consider any distinctions that you are
aware of concerning racial, cultural, and class diversity an
to name
The

it

as

such.

interview will

consist of

four

sections.

The

first

section asks you to describe:
-attitudes, values, and assumptions commonly held
by women which may potentially be limiting or
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characteristic of women
occupationally
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-characteristics or tendencies typical of women
which could possibly undermine them in work realms
-factors/things which might keep women from taking
steps to expand occupationally, i.e. seek additional
training, apply for a new job, ask for a raise, seek
a promotion, or change fields altogether
-unconscious ways women might be

sabotaging themselves

The second section is comprised of a series of questions
which ask you to compare female and male attitudes and behaviors
in a number of work-related areas.
These however, are not
described here so as to avoid the possibility of biasing your
responses to questions asked in the other sections.
The questions in the third section seek to learn more about
women in relation to success, failure, and competence.
Here you
are asked about such things as:
-women's perception or definition of
failure
-fear of

success

and fear of

success and

failure

-the amount of personal responsibility that women
assume for success/accomplishments and failures/mistakes
-other

fears or apprehensions which women may experience

occupationally
-women's

perception or definitionof what

consider oneself
-women's

ability to accurately

knowledge,

is

required to

competent
judge their own skills,

and capabilities

—the propensity for competent women to experience
themselves
-the ways

to be

'imposters'

in which women invalidate their own competence

-ways that competent women can learn to more fully
experience themselves as competent
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The last section asks you to consider two areas.
The
first has to do with change sources and strategies and the
second with women's own strengths and assets.
Questions on
change ask:

-what kinds of things
internal barriers

reinforce and maintain the

-where and what kinds of changes are needed
-recommendations for changes in socialization
practices (male and female), in the workplace,
for women themselves

Questions regarding women's strengths and assets ask
about the kinds of attitudes, values, behaviors, and tendencies
considered characteristic of women which can be enabling to
them in work realms as well as other potential sources of
strength that women can draw upon.
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The following questions seek to learn more about the kind
of work that you do and with whom.
As you already know,
you were selected to participate in this study because at
least a part of the work that you do is in someway related
to the topic of women and work.
For many of you your jobs
exceed this topic area; the focus of this questionnaire however,
should be on those aspects of your job which are particular to
women and work.'
The questionnaire itself is fairly straightforward.
Should
you have any questions however, please feel free to telephone
me at (413)586-5122.
A stamped self-addressed envelope
has been provided for you and the deadline for returning your
completed questionnaire is _.
Thank you again!

1.

What

is your

2.

As it relates
job function;

3.

How long have you been doing work related to the topic of
women and work?

4.

What is your relationship to the population that you
typically serve (in relation to the topic at hand)?
Please check all that apply:
supervisor -

job title?_
to the topic of women and work, what
or inotherwords, what do you do?

staff_

consultant/trainer -

is your

counselor/therapist - client_

client_

faculty -

student_

other_______
5.

What method(s) do you typically use to serve the population
that you work with? Please check all that apply:
small group training _
classroom teaching_
other

support group_
individual

counseling^-
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6. Does the work that you do with women in this area have
a formal title, i.e. career issues for older women?
risk-taking for women? male-female organizational dynamics?

7. As it relates to the topic of women and work, briefly,
what are the goals and nature of the work that you do?

8. In what setting(s)
that apply:

do you typically work? Please check all

business/industry_
other

community_

_

9. What gender(s)
all

academic_

do you typically work with?

female_

mixed female-male_

other___

10. What is the age range(s) of the population that you
typically work with? Please check all that apply:
17-25

_

25-35_

35-45_

45-65_

11. For each of the racial/cultural groups listed below please
indicate how frequently you work with members of each group
(in relation to this topic).
always
usually

sometimes

rarely

neve

White

_

_

__

_

_

Asian-American _

_

_

_

_

Afro-American

___—

-

Native American_

__

___—

-

Hispanic/Latino-

----

-

_
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lib.

Of the racial/cultural groups just listed, which one(s)
do you feel most knowledgable about or familiar with in
terms of the topic women and work?

11c.

What racial/cultural groups do you feel least knowledgable
about or familiar with in terms of the topic of women and
work?

12.

For each of the socio-economic class groupings listed
below, please indicate how frequently you work with members
of each group (in relation to this topic).
always

usually

sometimes

rarely

upper
class

never

-

-

-

-

upper-middle
class

_

__

_

_

_

_

_

_

_

middle class
lower-middle
class

_

working
class

12b.

What socio-economic class(es) do you feel most knowledgable
about or familiar with in terms of the topic of women and work?

12c.

What socio-economic class(es) do you feel least knowledgable
about or familiar with in terms of this topic?

13.

Lastly,

is

there any pertinent

your work which was not

information about you or

requested

in this questionnaire?

